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ABSTRACT 


-'The purpose of this project was to attempt to answer the 

question: Given the present state of the organizational 
climate of the United States Coast Guard, the job and career 
expectations of Black college students/graduates, and their 
perceptions about the Coast Guard, can the Coast Guard 
realistically expect to recruit and retain enough Black 
officers to achieve its goal of 12 percent Black officers 
within the next five years? 

Information was gathered from Coast Guard officers and 
Black college graduates using questionnaires and interviews. 

Data was obtained from former Coast Guard officers via 
telephone interviews. 

The results of this project revealed the perceptions and 
expectations of Black college graduates were generally higher 
than all Coast Guard officers' view of the organizational 
climate of the Coast Guard. Their perceptions about the Coast 
Guard are generally positive. Their expectations were higher 
than their perceptions. Thus the COast Guard is perceived in 
a "positive" light as a viable employer by Black college 
students/graduates. However, the gap that exist between their 
perceptions of the Coast Guard, their expectations, and "reality" 
as perceived by Coast Guard officers must be reduced if the 
Coast Guard is to recruit and retain more Black officers. If 
only the gap between Black college student/graduates'. 






perceptions and "reality" is reduced, the Coast Guard will 
probably recruit more Black officers; but, because nothing 
would be done to reduce the gap between their expectations 
and "reality," their will continue to be retention problems 
caused by unfulfilled expectations Thus their will continue 
to be a shortage of role models and mentor for young Black 
officers. If the gap between the expectations of Black college 
graduates and "reality" is reduced significantly so that there 
is congruence be^-'een the two, the retention of Black officers 
should increase. 
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I. 


INTRODUCTION 


In 1973 Admiral Bender, then Commandant of the Coast 
Guard, stated that, "'We have been unsuccessful in increasing 
minority representation in our officer ranks in spite of 
special efforts to do so."^ Today, with only 49 Black com¬ 
missioned officers out of approximately 4000 and 69 if you 
include commissioned warrants, the same statement made by 
Admiral Bender in 1973 can be made today. 

A. THE RESEARCH QUESTION 

This research deals with the question: Given, the present 
state of the organizational climate of the United States 
Coast Guard, the job and career expectations of the Black 
college students and graduates, and their perceptions about 
the Coast Guard, can the Coast Guard realistically expect to 
recruit and retain enough Black officers to achieve its goal 
of 12 percent Black officers within the next rive years? To 
answer this question, we must examine the Coast Guard along 
a number of dimensions in order to gain some insight into 
what the organizational climate is like. We must examine the 
reasons why people leave the organization. In addition, we 


''"Bender, C. R. "Letter of Promulgation" in Human Relations 
In The Coast Guard. National Urban League, 1972-73. ™ 
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must examine the perceptions of the Black community about 
the Coast Guard;and,we must determine what Black college 
students and graduates expects of any organization that are 
fortunate enought to employ their skills and talents, if we 
are to recruit more Black officers through the OCS and direct 
commission programs. We must then see how compatible those 
perceptions and expectations are with the organizational 
climate of the Coast Guard because even though technical 
capabilities are essential to the success of any organization, 
it is the climate of the organization that determines whether 
or not and to what extent those capabilities are ever released 
or channeled into productive performance. Thus climate can 
contribute to or constrain the effective use of the organiza¬ 
tion technical potential. 

B. DIMENSIONS FOR ANALYSIS OF THE ORGANIZATION CLIMATE 

This research examines the organizational climate of the 
Coast Guard along the following dimensions: 

(1) The fair and equitable treatment of people 

(2) The importance of role models and mentors 

(3) Career aspirations of officers 

(4) The impact of relocation on the lives of people 

(5) Supervisory leadership 

(6) Training 

(7) Equal opportunity and affirmative action 

(8) Overall satisfaction with Coast Guard life 
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(9) Communication 

(10) Motivation of people 

(11) Goal emphasis 

(12) Bureaucracy and red tape 

These dimensions were selected because of their demon¬ 
strated impact on such organizational outcomes as morale, 
absentism, turnover, recruiting, and performance (Friedlander 
and Margulies, 1969; Evans, 1970; Dunnette, Campbell and 
Hakel, 1967; Gottlieb and Bell, 1975; and Hawk, 1976). 

Using these dimensions, one can then pose the questions: 

(1) How do top Coast Guard leaders view the Coast Guard?; 

(2) How do Black officers view the Coast Guard?; (3) How do 
White officers view the Coast Guard?; (4) How do Black 
college students/graduates perceive the Coast Guard?; (5) 

Are they different, are they alike, do they view the Coast 
Guard the same way?; and, (6) What do Black college students/ 
graduates expect in a career or job? We need to understand 
the answers to these questions if we are to develop any 
valid insight into the recruiting and retention problems the 
Coast Guard face with Black officers. Expectancy theory 
offers a framework for us to deal with these questions 
because it is a theory of motivation in which people are 
viewed as rational thinking and reasoning beings who have 
beliefs, expectations, and aspirations concerning future 
events in t.ieir lives. 





One could argue, that since the Coast Guard officer ranks 
are approximately 99 percent White and the top leaders are 
virtually all Whited that the expectancy theories of the 
Coast Guard and of White officers would be very similar or 
one in the same. Put another way, one would expect the 
expectancy theory of White officers to be "more like" the 
expectance theory of the Coast Guard than the expectancy 
theory of Black officers. Using the same reasoning, one 
could argue that: The expectancy theories of Black officers 
and Black college graduates are "more like" than the expect¬ 
ancy theories of Black college graduates and White Coast 
Guard officers. 

This is not an attempt to polarize the Coast Guard along 
racial lines, but rather an attempt to develop some insight 
into the differences that already exist, to appreciate those 
differences, and use them as a basis to determine what we 
want the Coast Guard to look like in the future, what's it 
like now, and to develop a plan to achieve that future 
desired state. 

C. DEFINITION OF TERMS 

In order to deal with the questions raised earlier, 
information was gathered from Coast Guard officers using a 
questionnaire containing 88 questions. Related questions 
were grouped into the same dimensions to facilitate easier 
handling of the data. The dimensions chosen are defined 
below. 
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The motivation of people dimension consist of the responses 
to questions 11 through 16 and questions 23 through 26. It 
means that through its policies and practices, the organiza¬ 
tion provides motivating conditions for people to contribute 
their best effort. 

The communication flow dimension is composed of questions 17 
through 22 and question 30. This dimension means that the 
information flows freely throughout the organization via the 
chain of command and that decisions are made at those levels 
having the most adequate information. All people in the 
organization are aware of the problems and plans to correct 
them. 

The goal emphasis dimension includes questions 27 through 29. 
It means that the organization has clear and reasonable goals 
and objectives and that work is well planned and organized. 
Thus, adequate time is available to do the job. 

Equal Opportunity and Affirmative Action : This dimension 
embodies questions 54 through 60. It refers to the extent 
to which the organization ensures equal opportunity for all 
personnel, and that the organization openly and willingly 
address equal opportunity issues. 
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The fair and equitable treatment dimension consists of ques¬ 
tions 25 and 31 through 34. It refers to the extent to 
which the organization attempts to treat its personnel in a 
manner that reflects their contribution to the organization. 

The bureaucracy and red tape dimension embodies questions 35 
through 37. It refers to the extent to which the policies, 
procedures and practices of the organization are so inflexi¬ 
ble that it is difficult for people to accomplish their 
assigned tasks. 

The importance of mentors and role models dimension consists 
of questions 61 and 62. This dimension expresses the extent 
to which people in the organization view the importance of 
mentors and role models to one's career. 

The career aspiration dimension ; Questions 64 and 65 were 
used to compute this dimension. It refers to the level of 
achievement that people expect and/or hope to attain during 
their work lifetime with an organization. For Coast Guard 
officers it is expressed in terms of pay grade expected to 
achieve. 

The satisfaction or general satisfaction dimension as it is 
sometimes referred to in this thesis contains the responses 
to questions 68 through 73. It reflects the extent to which 
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people within the organization are satisfied with their 
supervisors, their work group members, their jobs, the 
organization in general, and with their present and future 
progress in the Coast Guard. 

The impact of relocation on "family" life dimension is com¬ 
posed of questions 10A through ION. It shows the extent to 
which things such as cost of living, moving and setting up 
households, unreimbursed moving expenses, finding employment 
for spouse, education opportunities, family adjusting to new 
environment, recreation, and entertainment facilities 
create problems for individuals moving into a new area. 
Question 9 provides additional information concerning this 
dimension. 

The supervisory leadership dimension consists of questions 
38 through 50. It is a measure of the supervisors' behavior 
toward subordinates. It reflects the extent to which super¬ 
visors encourage people to exchange ideas and to cooperate 
with each other in order to achieve organizational goals. 

In addition, it shows to what extent the supervisor set 
high performance standards and encourage people to give 
their best efforts as well as help people to improve their 
performance. 
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The training dimension : Questions 51 through 53 make up 
this dimension. This dimension expresses the extent to which 
people are being trained to perform their assigned tasks. It 
reflects the development of technical and leadership skills 
and other facets of professional advancement. 

Organization climate : It is the interaction of these dimen¬ 
sions that create command organizational climate. Command 
organizational climate refers to the conditions, policies, 
and procedures within which people/work groups operates. 

These conditions and policies are created for people/work 
groups by other people/groups, especially those people or 
groups above them in the command hierarchy. Thus, climate 
can hinder or enhance organizational outcomes. 

D. THESIS ORGANIZATION 

The organization of this thesis is as follows: Chapter II 
is a discussion of expectancy theory, what is it, various 
expectancy theory models, and determinants of expectancies. 
Chapter III is a review of the literature thats been con¬ 
ducted in the areas of career development, organizational 
choice, expectations, and job satisfaction and turnover. 

The content of Chapter IV includes the samples, the instru¬ 
ments used, and the methods of analysis. Chapter V contains 
the results of this study while the discussion of those 
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results is contained in Chapter VI. Chapter VII contains 
the conclusions and recommendations that the Coast Guard 
can implement to aid in recruiting and retaining more Black 
officers. 
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II. EXPECTANCY THEORY 


In order for organizations to survive and prosper in the 
1980's, managers and top leaders must pay more attention to 
the behavorial requirements of their organization. These 
behavorial requirements include: (1) people must be attrac¬ 
ted not only to join the orgainzation, but also to remain 
with it; (2) people must perform the tasks for which they 
were hired and must do it in a dependable manner; and, (3) 
people must go beyond this dependable role performance and 
engage in some form of creative, spontaneous, and innovative 
behavior at work (Katz and Kahn, 1966). Therefore, if the 
Coast Guard (as an organization) is to be effective in 
achieving these requirements, it must understand the motiva¬ 
tional needs of its people and the people it is trying to 
recruit. 

Several theories of motivation have been developed during 
the last 40 years. These include: Maslow's Need Hiearchy 
Theory (Maslow, 1943, 1954); The Achievement-Motivation 
Theories of Murray and Atkinson (Murray, 1938; Atkinson, 

1964); The Motivational-Hygiene Theory of Herzberg (Herzberg, 
1964); Adam's Equity-Inequity Theory (Adams, 1963); and 
Expectancy Theory. However, only expectancy theory integrates 
attitudes, behavior, and organizational climate into its 
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model, thus making it the most useful of these models in 
understanding human motivation. 


A. WHAT'S AN EXPECTANCY THEORY? 

Expectancy Theory is a "process" theory primarily because 
it attempts to identify relationships among variables in a 
dynamic state as they affect individual behavior. It is also 
a cognitive theory of motivation in which individuals are 
viewed as rational thinking and reasoning beings who have 
beliefs, anticipations or expectations, and aspirations con¬ 
cerning future events in their lives. This theory assumes 
that human behavior is a function of interactive processes 
between characteristics of the individual (such as personality 
traits, attitudes, needs, and values) and their perceived 
environment (which consists of such things as supervisors 
leadership style, job or task requirements, and organizational 
climate). It is this assumption about the individual- 
environment that differentiates the expectancy theory from 
other theories of motivation to perform. 

To discuss expectancy theory further, the determinants of 
performance must be examined first. Vroom (1964) , Porter and 
Lawler (1968), and Cummings and Schwab (1973) put forth the 
argument that performance in an organizational setting 
appears to be a function of at least three variables: 
Motivational levels of individuals, abilities and traits, and 
role perceptions. First, the individual must want to perform 
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the assigned task or job; however, motivation or wanting to 
do the job is not enough to ensure that the job gets done. 

A person must have the necessary skills and abilities to do 
the job. It is through training and/or education that the 
individual gains these expertises. Steers and Porter (1974) 
argued that along with skills and abilities, it is important 
for the individual to have personality traits that are at 
least somewhat compatible with the job requirements. Finally, 
a person must have a clear understanding of what the job 
requirements are if their efforts are to be productive. For 
a lack of clarity or misunderstandings can lead to a consider¬ 
able waste of time and effort, resulting in poor performance 
even if the person is highly motivated, has the required 
skills and abilities, and has a personality that is compatible 
with the job requirements. 

B. VROOM'S MODEL 

In his expectancy theory of motivation, Vroom (1964) 
argues that the effort or motivation to perform is a multi¬ 
plicative function of the expectancies or beliefs that 
individuals hold concerning future outcomes and the value 
that they place on those outcomes. "Expectancy" as defined 
by Vroom is an action-outcome association. "It is a state¬ 
ment of the extent to which individuals believe that certain 
actions will result in a particular outcome. Expectancy can 
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have a range of values from zero or no belief to absolute 

2 

certainty about the outcome." Usually, it takes a 
probability value somewhere between these two extremes. 

Valence, the second component of the theory, "refers to 
the preference or value that an individual places on a 
particular outcome. It can have any theoretical value from 
-1.0 to +1.0." 2 3 4 Thus, the person who very strongly wants to 
avoid a particular outcome such as being court-martialed or 
reprimanded will have a negative valence for that outcome. 

On the other hand, if a person is strongly attracted to a 
particular outcome such as a good job assignment or a large 
pay raise, they will have a high positive valence for that 
outcome. 

Since any action can be interpreted as leading to several 
outcomes, consideration must be given to how combinations of 
various outcomes influence behavior. Vroom's theory argues 
for multiplying the valence of each outcome by the strength 
of the expectancy that the effort will lead to the attainment 
of that outcome and then taking the algebraic sum of all 

4 

resulting products. Thus "motivatioal force = (EXV)." 


2 

V. Vroom, Work and Motivation (New York: John Wiley and 
Son, Inc., 1964T; pT 13 . 

3 Ibid. 

4 Ibid. 
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This is critical to Vroom’s theory because it means that 
if organizations tie valent rewards (such as pay) to a desired 
behavior (such as good performance), it may not be enough to 
achieve the desired outcome because even though pay may be 
highly valued and can be seen as being closely related to 
performance, there can be negative consequences (such as 
feeling tired or being rejected by members of one's work 
gourp) related to good performance the demotivate people to 
perform well. Finally, Vroom says that, "a person will be 
motivated to perform well in a situation only if performing 
well has the highest (EXV) motivational force in that 
particular situation."® 

The distinction between actions and outcomes is important 
to the theory. Vroom states that "the term action refers to 
behavior which might reasonably be expected to be within the 
repertoire of the person (for example, seeking entry into an 
occupation), while the term outcome is reserved for more 
temporarily distant events which are less likely to be under 
the persons complete behavioral control (e.g., attaining 
membership in a certain occupation)."® Thus,the belief that 
the act of seeking to enter into an organization will in fact 
lead to that outcome (a job in the organization) is 


5 Ibid., p. 19. 
6 Ibid. 
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an expectancy. The relationship between one outcome (good 
performance) and another outcome (pay or other rewards) is 
the instrumentality that affects the valence of the original 
outcome. 

C. LAWLER'S MODEL 

A number of developments in motivation theory have taken 
place since Vroom stated his expectancy theory in 1964. 

Lawler (1975) has drawn from these works and presents an 
expectancy model based on four points that research on human 
motivation suggest are valid. These points are: 

(1) People have preferences among the various outcomes 
that are potentially available to them. 

(2) People have expectancies about the likelihood that 
an action (effort) on their part will lead to the 
intended behavior or performance. 

(3) People have expectancies (instrumentalities) about 
the likelihood that certain outcomes will follow 
their behavior. 

(4) In any situation, the actions a person chooses to 
take are determined by the expectancies and the 
preferences that the person has at that time. 

Lawler (1975) divided expectancies into two specific 
types: "E—^ P expectancies" and "P—^0 expectancies." An 

E P expectancy represents "the belief that the individual's 







7 


Therefore, 


efforts will lead to the desired performance." 
the closer the perceived relationship between the individual's 
effort and the resulting performance, the greater the E—>P 
expectancy probability value. 0 expectancies are beliefs 

that the individual has concerning the likelihood that their 

O 

performance will in fact lead to a particular outcome." 
Therefore, it is the multiplicative combination of these two 
types of expectancies that determines the individual's 
"expectancy." 

Figure 21 is a probability tree representation of Lawler's 
Expectancy Model of Motivation. The model shows that motiva¬ 
tion is influenced by the expectancy that effort or action on 
the part of the individual will lead to some intended 
behavior performance, and that performance will lead to some 
-desired outcome. Thus, some outcomes are ends themselves 
while some outcomes lead to other outcomes. This represents 
the fact that some outcomes are sought by people as ends 
themselves while others are sought because they lead to other 
valued outcomes. The attractiveness of any outcome can vary 
along a continuium from very undesirable (-1) to very desirable 
(+1). This attractiveness is the valence associated with a 

7 E. E. Lawler, "Expectancy Theory," in Motivation and Work 
Behavior ed. by Richard M. Steers and Lyman W. Porter 
(New York: McGraw-Hill, 1975), pp. 190-200. 

8 Ibid. 
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particular outcome. According to Lawler, there are two 
reasons why outcomes associated with performance may be 
valent: 

"(1) They directly satisfy the individual's needs or 

(2) They lead to an outcome or set of outcomes that 

Q 

satisfy the individual's needs or set of needs." 
Thus, Lawler's model suggests that a person’s motivation to 
perform in a particular way will be influenced by their 
expectancies about trying to perform in a certain way 
(E—>P expectancies) , their expectancies about the outcomes 
associated with performing at a certain level (P—>0 expect¬ 
ancies) , and the valence of the outcome involved. 

This figure does not show how the various, expectancy 
factors combine to determine a person's motivation. However, 
based on past research, most expectancy theorists operate on 
the assumption that the higher the E—;>P expectancies and 
the closer performance is perceived to be related to positive 
valent outcomes, the greater will be the individual's 
motivation. 

As with Vroom's model, Lawler argues that "we would 
determine an individual's motivational force to perform 
(effort) by multiplying their E—>P expectancies by their 


^Ibid. 
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P—expectancies by their outcome valence."^ 3 This multi¬ 
plicative effect means that unless both valence and expect¬ 
ancies are present, there will be no motivational force to 
perform. If for example, a person wants to perform well but 
does not believe that their efforts will result in good 
performance, they will have no motivation to perform well. 

On the other hand, Campbell et al., (1970) suggested that it 
was premature to hypothesize the multiplicative relationships 
among expectancy factors because such relationships could not 
be measured. If one considers both the possibilities of 
attaining and not attaining their intended level of perform¬ 
ance, Lawler's model would predict that: 

"Motivational Force = [ (E—^P) X [ (P —^0) (V) fj . 

In organizations, people are often forced to choose among 
a number of relatively attrative behaviors. The expectancy 
model predicts that people will choose the behavior that has 
the highest motivational force for them. 

D. DETERMINANTS OF EXPECTANCIES 

No review of expectancy theory would be complete without 
examiruno some of the determinants of E—^P and P -»o 
expectancies. Lawler states that "the single most important 
determinant of a person's E—^P expectancies is the objective 
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situation." Sometimes, a person's perceptions of the 
situation are inaccurate and as a result the objective situa¬ 
tion may not completely determine that person's E—>P 
expectancies. However, over time one would expect that a 
person’s E—>P expectancies will approach reality. Other 
factors that influences E—^P expectancies tend to act in 
such a way that they speed up the approach to reality. These 
factors include: (1) communication with other people about 

their perception and your perception of the situation; (2) 
learning and gaining more experience; and, (3) a person's 
self-esteem. 

Just as E—^P expectancies are strongly influenced by the 
objective situation, so are P—>0 expectancies. Lawler (1967) 
showed that people perceptions of the probability that pay 
is related to performance was in accord with their perception 
of reality. Verbal support of and reports by co-workers also 
affect P—g»0 expectancies. Wythe (1955), in his work on 
incentative plans, showed that workers report to other workers 
on the consequences of performing well had a significant impact 
on people’s performance. This was especially true when the 
sources of the report were highly credible. In addition, 

Wythe pointed out that workers also develop negative beliefs 
about the consequences of high performances (such as rejection 


Ibid. 
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by co-workers) even if they never experienced them. Other 
factors that tend to affect P—>0 expectancies includes the 
nature of the outcomes, personalities of the people invloved, 
E-^P expectancies, and the attractiveness of the outcomes. 
Although P—>0 expectancies are distorted under some condi¬ 
tions, "they generally tend to be accurate because they are 
based on actual work situations and organizational controls 
(policies and practices)."^ Therefore, organizations can 
influence people P—>0 expectancies by changing work situa¬ 
tions and conditions such as supervisory behavior, job design, 
pay and promotion, reward systems, etc. 

E. SUMMARY 

Performance of an individual in an organization appears 
to be a function of three variables: motivation, skills and 
abilities, and the perception of roles in the organization. 
Vroom developed his Expectancy Theory of Motivation in 1964, 
in which he argued that a person's motivation to perform was 
a multiplicative function of their expectancies (beliefs) 
that they hold about the outcomes and the value that they 
place on those outcomes. Lawler expanded Vroom's theory by 
dividing expectancies into two types: E—>P expectancies 
and P-d> 0 expectancies, and by considering the possibility 
that a person may not achieve their intended level of 
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Ibid. 
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performance. Maintaining Vroom's multiplicative combination 
of these factors, Lawler's expectancy model can be stated 
algebraically as: 

Motivational Force = [(E—>P) x [P—>0) (V)]] 

There are several factors that influence E—^P 
expectancies. These include (1) self-esteem (2) past 
experience in similar situations (3) the actual situation 
and (4) communication with other people. While P—-^o 
expectancies are influenced by the above factors, they are 
also influenced by the attractiveness of the outcomes, the 
belief in internal vs external control, and E—>P expectancies. 
Since the organization controls many of these factors, they 
can in fact, to some extent, control the invidivual's 
motivation. 

Therefore, the Coast Guard (as an organization) can affect 
the perceptions of its employees, influence their expectations, 
and to a great extent control the image that it projects to 
the Black Community. As a result, it can determine the fate 
of its recruiting and retention efforts by considering both 
things that are improtant to the individual as well as things 
that are improtant to the organization. 
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III. LITERATURE REVIEW 


Since the formulation of Expectancy Theory, a considerable 
amount of literature has been written in the areas of career 
development, expectations, perceptions, and organizational 
climate. By studying these areas, researchers have attempted 
to shed additional light on how and why people choose to work 
for a particular organization; the expectations and perceptions 
that people bring to organizations; and, why people leave or 
remain with an organization. 

A. DEFINITION OF CAREER AND JOB 

Before one deals with how people choose a particular 

organization to work for, we must say a few words about career 

choice. By definition, a career is a succession of related 

jobs, hierarchical in prestige, with some kind of ordered 

direction for an individual to pass through them m 

14 

some predictable sequence. On the other hand, a job is a 
relative isolated experience in the sense that it is a component 
of ones career, thus it is a mechanism for earning a living.' 1 ' 5 


14 

Harold L. Wilensky, "Work, Careers, and Social Integration, 
International Social Science Journal , 12, Fall 1960, pp. 543-60 : 
and Robert Dubin, World of Work (Englewood Cliff, NJ: Prentice- 
Hall Inc., 1958), pp. 275 ff. 


^ 5 Lee Taylor, 
University Press, 


Occupational Socioloqy (New York: Oxford 
1968), p. 267. 
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Therefore, the term career implies a number of future expecta¬ 
tions that may change over time or may extend through the 
work lifetime of the individual. 

An individual's occupational career stages are generally 
marked by three phases: initial, trial, and stable phases. 16 
The initial work period includes all part-time or full time 
jobs held by an individual until his/her formal education is 
completed. The trial period includes the shopping around and 
obtaining of a few full-time jobs before the individual settles 
on a specific occupation for their life's work. This period 
can be as short as an apprenticeship training program or as 
long as several years. Form and Miller (1949) further 
specified that jobs are classified as trial when the individual 
moves from one occupation or place of employment to another 
within a period of three years. The stable work period is 
achieved when the individual remains in the same occupation 
for more than three years. Some people never reach the "stable" 
stage in their entire work history while other achieve it 
with considerable ease. This is supported by studies that 
indicate that the typical worker in America changes jobs every 
three to five years and that these changes are not due in 
many cases to career progression (Becker and Capers, 1956; 
Dalton, 1951; Lipset and Bendix, 1952; Becker and Strauss, 

16 W. H. Form and D. C. Miller, "Occupational Career Patterns 
as a Sociological Instrument," American Journal of Sociology, 

54 (January, 1949) p. 322. 
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1956; and Thompson, 1958). Therefore, organizations must 
adopt a "career development perspective" thereby causing a 
better fit between the interaction of people and the 
organization over time. 

B. A CAREER DEVELOPMENT MODEL 

Schein (1978) presented a basic model of Human Resource 
Planning and Development (Figure 3.1) that would give organi- 
ations and individuals the means to analyze and improve this 
fit over time. First, individuals and organizations exist 
within our society and that our society consist of social 
structures, value systems, and cultures. It is those cultures, 
through their value systems, that influence both individuals 
and organizations in terms of what is considered to be a good 
career, appropriate work, a good place to work, and an 
appropriate level of ambition .^ In addition society influence 
organizations and individuals through laws, taxes, incentives, 
educational systems, and other institutions. These influences 
causes issues to surface that are important to the individual 
and to the organization. Nevertheless, if the issues are to 
be dealth with so that each can receive optimal mutual benefits, 
there has to be an effective matching process. 


^ 7 Edgar H. Schein, Career Dynamics: Matching Individual 
and Organizational Needs (Reading, Mass., 1978), p.2. 
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Figure 3.1 


Human Resource Planning and Development (HRPD): 
A basic model. [Schein, 1978, p.31 
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C. HOW PEOPLE CHOOSE ORGANIZATIONS 


Now we can deal with the subsect of: How people decide 
what organization they will join. Glueck (1974) in studying 
the decision making process of how male business and engineer¬ 
ing undergraduate seniors chose their employer states that 
people are either maximizers, validators, or satisficers. The 
maximizers chooses the organization which offers the most of 
what the decision maker is seeking. They do a comprehensive 
search, consulting, and interviewing as many organizations 
as possible, constrained only by time. The validator tends 
to search until he/she finds two acceptable offers. The 
first offer is really the one that he/she wants but the second 
offer is used to confirm their first "ideal offer." The 
satisficer conducts a restricted search and stops as soon 
as he/she find the first satisfactory organization and get 
an offer from that organization. The forced satisficers start 
out as maximizers but because of the unmarketability of their 
speciality/skills they are forced to take the only offer that 
they received. Glueck concluded that maximizers were satis¬ 
fied with their choice and would do the same thing over again. 
Validators expressed concern that they decided too quickly 
and only 66 percent were sure they would make their decision 
the same way again. They tended to be moderately satisfied. 
The satisficers were satisfied and would do the same thing 
again, while the forced satisficers were very dissatisfied. 


Ifa. 
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In terms of actual work experience, maximizers had a greater 
amount and variety of past work experience than either group. 

Using Expectancy Theory, it was suggested (Lawler, et al, 
1975) that a person begin by searching the environment for 
jobs. They identify a number of possible jobs and on the 
basis of E—»P expectancies and attractiveness of the various 
jobs, they apply for jobs with high (E—>P) (Job attractive¬ 
ness) values. They receive job offers and select the most 
attractive offer, i.e. the offer with the highest (P—»0)(V) 
value. In studying 711 accounting students, they substan¬ 
tiated this. In addition, they found that students showed a 
slight tendency to apply to those firms which they felt they 
were more likely to get a job offer. After being with the 
firm for one year the attractiveness of the chosen firm 
decreased; however, the rejected firm were rated even lower 
than they were one year earlier thus, giving support to the 
post-decision dissonance theory. Misra and Kalro (1972) 
reported similar results among first year management students 
at the Indian Institutie of Management at Ahmedabad. 

Most organizations are constantly involved in a matching 
process between individuals and the organization (Argyris, 
1964 and Wanous, 1973). During the entry stage into the 
organization, the individual's talents are matched with the 
organization's talent requirements and the individual's 
needs are matched with the need fulfilling characteristics 
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of the job. This matching process is continuous because 
both the individual and the organization change, people get 
hired, promoted, fired, etc. over time. In order to optimize 
this matching process, individuals need to have a realistic 
view of the organization and job characteristics and the 
organization need to know the individual's expectations. 

D. EXPECTATIONS AND PERCEPTIONS 

According to Hersey and Blanchard "Expectations are the 
perceptions that an individual have about appropriate behav¬ 
iors for their own role or position and their perceptions of 
the role of others within the organization." However, it 
must be remembered that organizations also have expectations. 
Since each person entering an organization brings with them 
a set of expectations, it is these expectations along with 
those of the organization that define for individuals what 
they should do under various circumstances and how they think 
others (such as supervisors, peers and subordinates) should 
behave in relation to them and their position. Thus, it 
would seem that: the better the fit between the individual's 
and the organization's expectations, the higher the individ¬ 
ual's performance and morale and the lower the absentism and 
turnover rates. 


18 

Hersey and Blanchard, Management of Organizational 
Behavior: Utilizing Human Resources (3rd ed.; New York: 
Prentice-Hall, Inc., 1977), p. 135. 
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In trying to find out what a picture of prospective new 

employees ideal job or career looked like, Rosenberg surveyed 

4,585 college students. A reprint of those results is given 
19 

in Table 3.1. This should have given organizations some 

idea of what expectations people had in 1957. 

Berlew and Hall suggest that the first year in any 

organization is a very critical learning period because it 

is a time when the new employee is "uniquely" ready to 

2 0 

develop or change their expectations. For young managers 
the expectations of the organizations constitute an important 
class of role forces impinging on him/her; therefore, their 
behavior will be strongly affected by the expectation of 
his/her supervisors, peers, and subordinates. Thus, according 
to Role Theory, one would predict that if a person is assigned 
a relatively demanding job and they are expected to do well 
in that job, they tend to perform better than people who are 
assigned to less demanding tasks, especially if they both 
have relatively high achievement expectations. Therefore, 
those who perform well are eventually assigned more demanding 


19 

A. Rosenberg, Occupations and Values (Glenioe, Ill.: 

The Free Press, 1957T^pTTT! 

2 0 

David E. Berlew and Douglass T. Hall " The Socialization 
of Managers: Effects of Expectations on Performance,' 1 Admin-~ 
istrative Science Quarterly . Vol. II, No. 2, (Sept, 1966), 
pp. 207-223. 
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Table 3.1 


RANKING OF "REQUIREMENTS" FOR IDEAL JOB OR CAREER: 
By 4,585 COLLEGE STUDENTS. (Rosenberg, 1957, p. 12) 


"Consider to what 
extent a job or 
career would have 

to satisfy each of Most Highly Medium 

these requirements Impor- Impor- Impor- 

before you could tant tant tance 

consider it IDEAL" (HI) (H) (M) 

"Provide an opportunity 
to use my special 
abilities or apti¬ 
tudes"- 27% 78% 20% 

"Provide me with a 
chance to earn a 

good deal of money"— 10 39 48 

"Permit me to be 
creative and 

original"- 10 48 39 

"Give me social status 

and prestige 1 *—-- 2 26 53 

"Give me an opportunity 
to work with people 

rather than things"— 7 44 36 

"Enable me to look for¬ 
ward to a stable, 

secure future"- 24 61 31 

"Leave me relatively 
free of supervision 

by others"- 3 38 48 

"Give me a chance to 

exercise leadership"- 4 32 53 

"Provide me with 

adventure"- 1 16 40 

"Give me an opportunity 
to be helpful to 

others"- 10 43 44 
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Little or No 
Importance 
Irrelevant 
or 

Distasteful 

(L) 

2 % 

13 

13 

21 

20 

8 

14 

15 

44 

13 












jobs and get higher rewards while the low performers who have 
unfulfilled expectations tend to fall by the wayside. For 
the high performers, the company's expectations and individ¬ 
ual performance converge on each other; however, the low 
performer (in many cases) terminates their employment with 
the company or they look for incentives and rewards external 
to the job. 

A study of life insurance agents (Achneider, 1972) 
revealed that the expectations of new agents were more real¬ 
istic than their perceptions, i.e. their expectations were 
closer to the actual organizations', thanwere their perceptions. 
Generally, new agents preferred a better climate than that 
which existed in the organization but they expected it to be 
about the way existing agents perceived it. This suggests 
that existing agents were providing some realistic informa¬ 
tion to prospective new agents, thereby reducing the likeli¬ 
hood of unwanted outcomes that could result from unfulfilled 
expectations. 

Wanous (1973, 1975) reported that among female telephone 
operators, those who received a realistic job preview sub¬ 
sequently had more realistic job expectations, fewer thoughts 
of quitting, and a higher job survival rate than operators 
who received the traditional preview. He found no differences 
in the job acceptance rate between the two groups. 

Weitz (1956) in his study of job survival of insurance 
agents and Macedonia (1969) , Ilgen and Seely (1974) in their 
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studies on cadets entering the U.S. Military Academy at West 
Point demonstrated that agents/applicants who received 
realistic information about the organization they were con¬ 
sidering, more frequently decided to join that organization 
and less frequently decided to voluntarily resign than those 
who did not receive such information. 

Katzell (1968) found that realistic expectations reduced 
turnover among nursing students because individuals had a 
greater commitment to their decision and the knowledge of 
what to expect better prepared individuals to deal with 
actual situations that could have otherwise planted the 
seeds that could have resulted in increased turnover rates. 

Hackman and Lawler (1971) argues that there are three 
general job characteristics that are central in developing 
congruence between individual needs and expectations and 
organizational goals achievement. First, the job must allow 
the worker to feel personally responsible for a meaningful 
portion of his/her work, giving him/her a sense of autonomy. 
Second, the job must provide outcomes which are intrinsically 
meaningful or otherwise experienced as worthwhile to the 
individual. Third, the job must provide feedback about what 
is accomplished. 

Starcevich (1972, 1973) in studying the effects of central 
life interest of job oriented employees and non-job oriented 
employees on job expectations, found that central life 






interest did r.c t appreciably affect 30 b expectations me rha 
workers desire;, sel f-actual 12 a ticn , re .-ardless ;r their 
central life interest. 

Farr, O'Leary, and Bartlett . 19“3) m comparing the 
effect of work sample tests upon 30 b selection and t-rno'-er 
amonc White and Black female sewing machine iperatcrs report 
that Whites who received the realistic information tnrtuih 
the work sample test had a higher refusal rate me a lower 
voluntary turnover rate than Whites who did not receive the 
test. 31acks, on the other hand, who received the test 
showed no difference in the job refusal and voluntary turn¬ 
over rates than Blacks wnc did not receive the work sample 
test. The authors attribute this difference as being ca-sed 
by factors affecting motivation and 30 b satisfaction. For 
example, they say that "Whites may have viewed the nature 
of the work and other task related variables s beinc the 
most important factors in the work situation, therefire 
the work sample test provided them with the opportunity to 
form an accurate expectation about those important factors." 
Consequently, you have a high refusal rate and a low turneve 
rate. In explaining the lack of difference between Blacks 

21 

James L. Farr, Brian S. O'Leary, and C. J. Bartlett, 
"Effects of Work Sample Test Upon Seif-Selection and Turnove 
of Job Applicants," Journal of Applied Psychology. Vo 1 . 58 , 
No. 2, 1973, pp. 283-285. 
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who re -eiveci the work sample test and those that didn't, 

the a others say, "3lack ;ob applicants .nay not place as 

~acr. emphasis an the task-related factors and that such 

actors is interpersonal relationships with supervisors and 

cr-wcrkers, pay, and company policies may have been more 

2 2 

salient concerns for Blacks.” 

In ccnpar mu the career orientation of Black and White 
college women. Turner and McCaffrey < 19T4) reported that 
inlr 21.4 percent of the 3iack women expected to be full 
- ime homemakers wnere as 5 3.3 percent of the White women 
expected to be fail time homemakers. In comparing the work 
expect atl ns f the two aroups, the authors reported that 
'.1 percent r the Black women expected occasional part- 
-ime work, 1" . ? percent expected steady part-time work; and 

o'.- percent expected r all-time paid employment as opposed 
1'. : percent, .." . ' per rent, and 15.6 percent respectively 

* r White women. In ~easa;m : the congruence of career 

; re ‘ e rentes witr. ; areer expectations, 50 percent of the Black 

* -er. : r re; less w rk man they expected, compared to 

n1y 1: percent : the White women; 20 percent of the 31ack 
w'mer. p ret err-.-u 'ore work than they expected, compared to 
4 -ertent . f t.ne White women: and 21 ■■■ercent of the 3lack 
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women and 4 7 percent of the White women preferred exactly 
the same level of work that they expected. 

Fossum, Moore, and Miller (1974) reported that age and 
education were highly correlated with career expectations 
for managers in the consumer durable goods industry. Slocum 
and Strausen (1971) reported that when Black CPAs were 
compared with White CPAs, they found that Blacks rated 
opportunity to help people, opportunity for independent 
thought and action, and feeling of self-fulfillment consist¬ 
ently higher than Whites. Arvey and Mussio (1974) in examin¬ 
ing the job expectancies of culturally advantaged and 
disadvantaged clerical employees reported that disadvantaged 
employees felt that effectiveness in their job was less 
likely to lead to advancement or to the use of their own 
judgement than did the advantaged. In addition, the dis¬ 
advantaged employees indicated a higher valence for salary 
than did the advantaged employees. 

E. JOB SATISFACTION, ABSENTISM, AND TURNOVER 

In a study of managers in a state organization (Hrebiniak 
and Roteman, 1973) it was found that a positive relationship 
existed between dissatisfaction and absentism. In fact, the 
larger the perceived need (as defined by Maslow's Hierarchy 
of Needs) deficiencies the greater the rate of absentism at 
all hierarchical level in the organization. Seiler and 
Williams (1973) examined the expectations of engineers over 







time along the following dimensions: technical challenge, 
management aspiration, security, job freedom, professional 
recognition, and professional aspirations. They found no 
significant difference in the mean expectations over time 
and between job dimensions. A possible explanation for this 
is that expectations are very robust early in one's career 
and are difficult to change even with direct experience in 
the organization. 

In attempting to answer the question: why do employees 
leave organizations?, Dunnette, Arvey, and Banas (1973) 
examined the work motivation, job expectations, and job 
experiences of 1000 (current and terminated) employees. The 
results of their work is presented in Figures 3.2 through 3.6. 
Looking at Figures 3.2 and 3.3, we can see that the same job 
features were most important and least important to both 
current and terminated employees In addition, Figure 3.4 
shows that the two groups (current and terminated employees) 
had very similar expectations about various job features when 
they joined the company. Yet, some people terminated (or 
were terminated by the company) employment with the company. 
Figures 3.5 and 3.6 lends some insight into why some employees 
left the company, while others stayed. In both cases, the 
first job caused disenchantment because their expectations 
were net being met and their abilities were not being fully 
utilized. However, for the employees who stayed with the 
company, their present jobs are much closer to what they had 
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Figure 3 .-2 


JOB PEA TUBES MOST A'JD LEAST IMPORTANT TO 525 CURRENT EMPLOYEES 

- MOW AMD WHEN GRADUATED FROM COLLEGE 
[Punnette, Arvey, and Banas, 1973, p. 26 



V3 




o 

-3 


O 


Fair company policies 
Security in she job 

Good working conditions 

To be in charge of other 
people 

To have high status 



01 

*5 



Want in a job now 

Wanted in a job upon graduation from college 


54 





1.KA3T IMPORTANT JOB FfcAIUBKi MOST JHI'URVANT JOB FEATURES 


Figure 3.3 


JCB FEATURES MOST AMD LEAST IMPORTANT TO L?5 TERMINATED EMPLOYEES 
f MOW AND WHEN GRADUATED FROM COLLEGE 
Dunr.et.te, Arvey, and Sanaa, 19~3, p. 26 
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expected when they joined the company and therefore stayed. 

On tne other hand, the jobs that terminated employees held 
at the time of termination reinforced those disenchanted 
feelings created by their first job, thus resulting in 
employees turnover. 

Wanous (1976) investigated the form, strength, and 
direction of changes in the perceptions and expectations of 
MBA students during their first year of employment with a 
new organization. He found that entry into the organization 
affected their perceptions and expectations about intrinsic 
factors (such as their educational process) but had little 
affect on their perceptions and expectations about extrinsic 
job factors because they (MBA students) knew very little about 
the inner workings of the organization until they were actually 
members of that organization. Their perceptions and expecta¬ 
tions, when compared with employees who had been on the job 
for over a year, turned out to be inflated; however, they 
declined over a period of about nine months. Wanous concluded 
that people who join organizations with inflated perceptions 
and expectations are more likely to quit and that organization 
will profit tremendously from closing the gap between expecta¬ 
tions of employees and reality. 

F. CONCLUSIONS 

As organizations grow, as the environment changes, as more 
employees center their lives around activities outside their 
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job, as inflation continues and stockholders and/or the 
public expect more profit/service, and as human resources 
become even more scarce and valued, it is imperative that 
organizations understand what employees want and expect from 
their job. This means that organizations must take a career 
development perspective to managing its most valued resource, 
its people. For this provides a means for dealing with both 
the organization's and the individual's concerns. The cost 
of not doing this is increased absentism and turnover, and 
low retention, performance, and morale. 

Thus, the literature provides a basis of support and a 
conceptual framework for us to examine the organizational 
climate of the Coast Guard, the perceptions of Black college 
students/graduates about the Coast Guard, and the work 
expectations of Black college students/graduates in order 
to deal with the problems the Coast Guard faces in recruit¬ 
ing and retaining Black officers. 
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IV. METHODOLOGY 


A. CONDUCT OF THE STUDY 

The study was conducted by this writer using data gathered 
through both questionnaires and interviews. Commandant (G-P-l/2) 
and (G-H) provided assistance in developing the initial sample 
of Coast Guard officers. Various officers assigned to Pmr offices 
at the district level suggested names of former Coast Guard 
officers who provided information about why they left the Coast 
Guard. 

Five predominately Black colleges and universities were 
selected as the source for Black college students and graduates 
to participate in this study. Initial contact was made by phone 
with the vice-presidents for academic affairs of all five 
institutions explaining the nature of the study. A follow-up 
letter was then sent to each vice-president requesting that they 
participate in the study by providing the following: 

(1) A minimum of 35 seniors and graduate students to 
complete the questionnaire 

(2) Approximately 10 seniors and graduate/students to 
participate in a 15 minute interview 

(3) A meeting place to administer the questionnaire and to 
conduct the interviews 







See appendix D for sample copy of the letter. 

All of them agreed to provide the assistance that this writer 
requested. 

It was agreed that the identities of all officers, former 
officers, students/graduates, and universities that participated 
in this study be kept confidential. 

B. THE SAMPLES 

A stratified random sample of 300 Coast Guard officers in 
grades 01-06, along with address labels, were requested and 
received from Commandant (G-P-l/2). In addition, a list contain¬ 
ing the names and addresses of 69 Black officers in grades W1-W4 
and 01-06 were obtained from Commandant (G-H). After eliminating 
the duplications, questionnaires were mailed to 341 officers and 
warrant officers (69 Black and 272 others). Eighteen (18) 
were returned because the officers were no longer attached to 
the units to which the questionnaires were mailed, thus reducing 
the initial numbers of questionnaires mailed to 323. Two hundred 
and thirty one (231) completed questionnaires were returned, 
resulting in an overall return rate of 71.5 percent. The return 
rate for Black officers was 82.6 percent, while it was 68.5 per¬ 
cent for all other officers in the sample. See Appendix G for a 
profile of the Coast Guard Officer Sample. 

Five (5) former Black Coast Guard officers who were released 
from active duty within the last two years provided information 
(through interviews) about the why they left the Coast Guard. 
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These interviews were conducted by phone with each lasting 
approximately forty minutes. 

A total of 187 students and graduates from 25 different 
majors participated in the study by completing the questionnaire 
and 40 participated in the interviews. All students that 
participated in the study were selected by the university that 
they were attending at that time. The methods used by the various 
institutions to select the students are not known. A profile of 
the students sample is given in appendix F. After explaining 
the purpose of this study to each student, he or she was given 
the opportunity to refuse to participate. Only 3 students 
refused to participate. Their main reasons for refusal were that 
they had classes or other commitments that would not allow 
them to participate in the study on the day that this writer 
was on their campus. 

C. THE INSTRUMENTS 

The questionnaires used in the study were adapted from a 
combination of the United States Navy Human Resource Management 
Survey, the National Urban League's Human Relations in the Coast 
Guard Survey, and the Rand Corporation's Survey of DOD Officers 
and Enlisted Personnel. 

The questionnaire used to gather data about the organizational 
climate of the Coast Guard contained 88 questions (See Appendix B). 
It was administered by mail with a cover letter from this writer 
explaining the purpose of this study. A self-addressed return 
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envelope was included for the convenience of the participants. 
Additional data was collected from Ex-Coast Guard Officers using 
the interview questions in Appendix C. 

The questionnaire used to gather data about the job and 
career expectations of Black college students and graduates 
and their perceptions about the Coast Guard consisted of two 
parts: (1) a four page questionnaire containing 35 questions 
with a Likert Type scale; and, (2) a one page list of 18 items 
that students/graduates were asked to rank order them from 1 
through 18 in order of "importance to them", 1 being the most 
important and 18 being the least important. Supplemental data 
was gathered using the interview questions in Appendix E. 

Both questionnaires were submitted to Commandant (G-P-l/2), 
prior to being administered, for approval. In addition, the 
instrument used to survey Black college students/graduates 
was approved by the Naval Postgraduate School with the support 
of the United States Coast Guard. 

D. THE ANALYSIS 

The data were analyzed using the Statistical Package for 
the Socxal Sciences (SPSS). This system provides a unified and 
comprehensive package that enables the user to perform many 
different types of data analysis in a simple and convenient 
manner. Cards were used as the input medium for the data. 

Mean values were computed for all dimensions listed below 
using the "Compute" and "Do Repeat" functions of the SPSS system 
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See Appendix H fcr Actual format, . This c.» isc-d any cases that 
contained miasma values or. any question is) making up a particular 
dimension; to be excluded from the calculations. The dimensions 
were : 

il) Motivation of People (MOTIVATM) 

(2! Communication Flow (COMML’NIC) 
v 3) Goal Emphasis (GOALEMPH) 

,4) Equal Opportunity and Affirmative Action (EQOPPAFF) 

(5) Fair and Equitable Treatment of People (FSET) 

'6) Bureaucracy and Red Tape (REDTAPE) 

(7) The Importance of Role Models and Mentors (ROLEMODS) 

(8) Career Aspirations (CAREERAS) 

(9) Satisfaction (SATISFAC) 

,10) The Impact of Relocation of Family Life (RELOCIOX) 
y. 11) Supervisory Leadership (SUPLDSHP) 

(12) Training (TRAINING) 

The samples were divided into a number of independent groups 
and their mean values on the above dimensions were compared using 
student T-tests. 

The following groups were compared: 

(1) Black officers and all White officers 

(2) Top leaders and all other officers 

(3) Black officers and top leaders 

(4) Black officers and Black college graduates/students 

(5) White officers and Black college graduates, students 

6 5 







(6) Top leaders and Black college graduates/students 

(7) Technical and non-technical majors of Black college 
graduates, students 
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V. RE SULTS 

A. INTRODUCTION 

This chapter contains the results of the questionnaires 
and interviews conducted. The results of the Coast Guard 
Survey will be presented first, followed by the results of 
the perceptions of Black college students/graduates about 
the Coast Guard. Third, the expectations of Black college 
students/graduates will be presented and finally, the results 
of interviews with former Coast Guard officers about why they 
terminated their active duty Coast Guard career will be 
presented. 

B. THE COAST GUARD QUESTIONNAIRE RESULTS 

The sample of Coast Guard officers was divided into the 
following groups: Black officers, White officers, Top 
Leaders, and all other officers in the sample. The responses 
from these groups were compared along the 12 dimensions listed 
in Chapter IV to see if there were any significant differences 
in how these officers view the Coast Guard. All comparisons 
were made using student T-test (A test where cases are classi¬ 
fied into one of two independent groups and the mean values of 
the two groups are tested to see if there are statistically 
significant differences between them). 

All dimensions were computed based on a five point Likert 
Type Scale, with the exception of the "impact of relocation 
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on family life" and the "career aspiration" dimensions. For 
this five point Likert Scale: 1 means to a very little 
extent; 2 means to a little extent; 3 means to some extent; 

4 means to a great extent; and, 5 means to a very great 
extent. 

The "impact of relocation on family life" dimension was 
calculated based on a four point Likert Type Scale with the 
following meanings: 1 means "a serious problem"; 2 means 
"somewhat of a problem"; 3 is a "slight problem"; and, 

4 means that its "not a problem." 

The "career aspiration" dimension has a range of 01 to 
09, corresponding to the various officer pay grades. All 
responses from warrant officers were emitted from the calcu¬ 
lation of this dimension because of the difficulty in adding 
warrant officer pay grades to commissioned officer pay grades 
and getting useful data. 

While student T-tests were used to determine statistically 
significant differences between mean values, there are some 
other things about the mean values that are important. This 
importance deals with those mean values that indicate that a 
particular dimension is true only to a "little extent or 
less" or that it is somewhat of a problem for people (means 
below 3.00). Since we would like to have the best organiza¬ 
tional climate possible, such a low value would be of great 
concern to us. 
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1. Black Officers vs White Officers 

The first groups of officers compared along the 
dimensions (listed in Chapter IV) were Black officers and 
White officers. The results of this comparison using student 
T-tests are presented in Table 5.1. An examination of this 
table reveals that on all dimensions, Black and White officers 
have different mean values. However, those differences are 
statistically significant only on the "Equal Opportunity and 
Affirmative ACTION" , the ' Importance of Role Models and 
Mentors", and the "Satisfaction with Coast Guard Life" 
dimensions. White officers feel that Equal Opportunity and 
Affirmative Action have been achieved to a greater extent than 
do Black officers. On the other hand, Black officers feel 
that role models and mentors are more important than do White 
officers. However, White officers are more satisfied with 
Coast Guard life than Black officers. 

In addition, the "impact of relocation on family life" 
is important in that it is somewhat of a problem for both 
Black and White officers. The "training" dimension is also 
important in that the values 2.82 and 2.86 indicate that both 
31ack and White officers feel that people are being trained 
only "to a little extent to perform their assigned tasks." 

2. Top Leaders vs All Other Officers In the Sample 
The next two groups that were compared along all 

dimensions were top leaders vs all other officers in the 
sample. Top leaders consists of all officers in the sample 
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TABLE 5.1 


Student. T-Test Comparing Black and White Officers 



Along 

Twelve 

Different 

Dimensions 

Dimension 

No. of 
Cases 

Mean 

Standard 
Devi at ion 

1) 

Motivation of people 
Black Officers 

55 

3.21 

.75 


White Officers 

1?9 

3.30 

.67 

2) 

Communication flow 
Black Officers 

5 6 

5 "r 

.67 


White Officers 

ic2 

3 31 

.03 

3) 

Goal Emphasis 

Black Officers 

53 

3.02 

.95 


White Officers 

164 

3.26 

.81 


Responses 


Significance 
2-Tail Proparility 


« 48 


.50 


.10 


4) Equal Opportunity and Affirmative Action 



Black Officers 

53 

3.40 

.Sb 


White Officers 

155 

3.67 

.81 

3) 

Fair and Equitable 

Treatment 




Black Officers 

32 

3.22 

.95 


White Officers 

158 

3.^0 

.70 

6) 

Bureaucracy ar.d Red 

~ape 




Black Officers 


3.32 

.90 


White Officers 

lc4 

3.52 

.70 


7) 

The Importance oi Role 

Models 

and Mentors 



Black Officers 

36 

.* ** .02 

.86 


White Officers 

1;2 

3.40 

.97 

*8) 

Career Aspirations 
(Slack Oflicers 

■ *7 

4.91 

1.39 


’White Officers 

165 

5.30 

1.34 

9) 

Satisfaction 

Black Officers 

55 

3.72 

.87 


White Officers 

164 

3.99 

.75 


■ e -»10) Impact of Relocation on Family Life 

Black Officers 55 2.29 .71 


White 

Officers 

16u 

2.33 

.69 

ll) Supervisory Leadership 
Black Officers 

54 

3 * u4 

.94 

White 

Officers 

16u 

3.52 

.78 

12) Training 

Black 

Officers 

55 

2.82 

1.26 

White 

Officers 

166 

2.86 

1.04 


* This dimension contain no responses from warrant officers. 

** '^ lis dimension was computed based on a 4 point Likert Type Scale. 

* Computed on a scale that range from Cl to C9. 
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in pay grades 05 through 07 and up, while the category "all 
other officers" consist of those officers in pay grades 04 
and below. Looking at the results of this comparison 
(Table 5.2), we see that there are statistically significant 
differences in how top leaders and all other officers (Black 
and White) view equal opportunity and affirmative action, 
and training. The two groups also show statistically signi¬ 
ficant differences in career aspirations and general 
satisfaction with Coast Guard life. Top leaders feel that 
equal opportunity and affirmative action have been achieved 
to a greater extent than do 04 *s and below. Top leaders also 
have higher career aspirations and are more satisfied with 
Coast Guard life than 04’s and below. However, 04's and 
below feel that people are being training to do their jobs 
more so than top leaders. The fact that both groups feel 
that people are only being trained to a "little extent" to 
do their jobs is also noteworthy. As with previous groups 
compared, the impact of relocation on family life remains 
somewhat of a problem for both groups. 

No statistically significant differences were found 
between the two groups when they were compared along all 
other dimensions. 

3. Black Officers vs Top Leaders 

The final two groups of Coast Guard officers that 
were compared were Black officers with top leaders. Since 
there was only one officer in the sample that was Black and 
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TABLE 5.2 


Student T-Test 

Comparing Top 

Leaders Wit 

h All Other 

Officers 

Dimension 

Along Twelve 

No. of 
Cases 

Dimensions 

Mean 

Standard 

Deviation 

2-Tail 

Protafcilit.v 

Motivation 

Top Leaders 

39 

3.45 

.63 

.09 

Others 

181 

3.25 

.71 


Comimnicat ions Flow 

Top Leaders 40 

3.31 

.65 

.79 

Others 

184 

3.34 

.67 


Goal Emphasis 

Top Leaders 

39 

3.24 

.84 

.93 

Others 

184 

3.23 

.85 



Top Leaders 
Others 


Top Leaders 
Others 

Bureaucracy and Bed Tape 
Top Leaders 
Others 


Top Leaders 
Others 

♦Career Aspirations 
Top Leaders 
Others 

Satisfaction 

Top Leaders 
Others 

♦“•Relocation 

Top Leaders 
Others 

Supervisory Leadership 
Top Leaders 
Others 

Training 

Top Leaders 
Others 


39 

3.9 7 

.68 

175 

3.53 

.84 

it 

37 

3.39 

.78 

179 

3.36 

.78 

41 

3.59 

.61 

184 

3.45 

.79 

sis and 

Mentors 


40 

3.30 

l.Cu 

185 

3.60 

.97 

41 

5.96 

55 

177 

4.97 

1.25 

40 

4.15 

.60 

185 

3.87 

.83 

41 

2.28 

.68 

184 

2.34 

.71 

39 

3.47 

.90 

185 

3.52 

.81 

40 

2.58 

1.07 

187 

2.94 

1.11 


,CC 

.83 


.2C 


.10 

.00 


.02 


.69 


.75 


.05 


* Contain no responses from warrant officers. Computed based on a scale 
range from 01 to 09. 

** Computed based on a 4 point Likert Type Scale. 
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in pay grades 05-07, his responses were eliminated for this 
comparison. The results of this comparison are presented 
in Table 5.3. Statistically significant differences can be 
seen between the two groups on the following dimensions: 

Equal Opportunity and Affirmative Action; the Importance of 
Role Models and Mentors; Career Aspirations; and, General 
Satisfaction with Coast Guard Life. 

Top leaders essentially feel that equal opportunity 
and affirmative action have been achieved to a greater extent 
than do Black officers. Top leaders also have higher career 
aspirations and are more satisfied with Coast Guard life than 
Black officers. However, Black officers feel that role 
models and mentors are more important than top leaders. 

The "impact of relocation on family life" dimension 
is important and indicative of a problem in both groups' eyes 
as seen by the relatively low value (2.28 and 2.27). The 
"training" dimension (with values 2.82 and 2.58) indicate 
that both Black officers and top leaders feel that people 
are only being trained "to a little extent" to do their jobs. 

C. THE PERCEPTIONS OF BLACK COLLEGE STUDENTS/GRADUATES ABOUT 

THE COAST GUARD 

Mean values for the perceptions of Black college students/ 
graduates were computed based on the same 5 point Likert Type 
Scale used with the Coast Guard survey. On this scale, 

1 means "to a very little extent"; 2 indicates "to a little 
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TABLE 5.3 


Student T-'"est Comparing Slack 

Officers 

With Top Leaders In the 


Coast Guard 

Cample 




No. of 


Standard 

2-Tail 

Dimensions 

Cases 

Mean 

Deviation 

Protabili 

Motivation of People 





Blacks 

54 

3.21 

.76 

.11 

Top Leaders 

38 

3 •***+ 

.04 


Comnwnication Flow 





Blacks 

55 

3.2? 

.67 

.77 

Top Leaders 

39 

3.31 

.66 


Coal Emphasis 





Blacks 

53 

3.02 

.95 

.24 

Top Leaders 

39 

3.24 

.84 


Equal Opportunity and Affirmative 

Action 



Blacks 

52 

3.40 

.8" 

.00 

Top Leaders 

38 

3.97 

.69 


Fair and Equitable T 

'reatr.ent 




Blacks 

52 

3.22 

.55 

.36 

Top Leaders 

37 

3.39 

.78 


Bureaucracy and Bed 

Tape 




Blacks 

54 

3.31 

.90 

.08 

Top Leaders 

40 

3.59 

.62 


The Importance of Role Models and 

Mentors 



Blacks 

55 

U 0 C2 

.87 

,00 

Top Leaders 

39 

3.28 

1.C4 


“Career Aspirations 





Blacks 

46 

4.89 

1.39 

.00 

Top Leaders 

40 

5.96 

.56 


Satisfaction 





Blacks 

54 

3.70 

.8? 

.01 

Top Leaders 

39 

4.14 

.60 


“-“Relocation Impact 

on Family Lif 

e 



Blacks 

54 

2.28 

.72 

.9'? 

Top Leaders 

40 

2.27 

.68 


Supervisory Leadership 




Blacks 

54 

3.44 

.94 

.86 

Top Leaders 

39 

3.47 

• 90 


Training 





Blacks 

55 

2.82 

1.26 


Top Leaders 

40 

2.58 

1.07 



* dimension was compelled without including the responses from an 

warrent officers. The scale range from Cl to C9. 

** This dimension was compiled irsin s a a point Likert Type Scale. 
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extent”; 3 denotes "to some extent”; 4 implies "to a great 
extent"; and, 5 means "to a very great extent." 

All mean values that are below 3.00 and above 4.00 are 
considered to be significant because those values below 3.00 
indicate that people have poor or unfavorable perceptions 
about the Coast Guard, while those mean values above 4.00 
are indicative of good or favorable perceptions. 

For a number of years, the Coast Guard has contended 
that it has been unsuccessful in its efforts to recruit more 
Black officers for a number of reasons. One such reason was 
that there was and still is a lack of awareness on the part 
of the Black community about what the Coast Guard is like. 
Looking at Table 5.4 this contention is supported by the 
fact that 19.3 percent of Black college students/graduates 
in the sample had no perception of whether or not the Coast 
Guard assigned people to interesting and rewarding jobs. 

The number of people that had no perception concerning the 
friendliness of Coast Guard supervisors was 31.6 percent. 
These relatively large percentages are of concern to us. 

Interestingly enough, Black college students/graduates 
believe that the Coast Guard trained its people "to a great 
extent" to do their jobs (mean value 4.07). They also per¬ 
ceived that the Coast Guard encourages teamwork and informa¬ 
tion sharing (3.94). 

The sample of Black college students/graduates was 
divided into technical and non-technical majors and compared 
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CG offers excellant opportunities for advancement & 0*5) 24.1 142 3«59 

promotion 




1 


to see if there were significant differences in how these 
two groups of students perceive the Coast Guard. Table 5.4A 
contains the results of that comparison. Examining these 
results, we see that there are not significant differences 
in the perceptions of these two groups about the Coast Guard. 

D. BLACK COLLEGE STUDENTS/GRADUATES WORK EXPECTATIONS 

An examination of Table 5.5 reveals that 3.2 percent of 
the people in the sample indicated that they had no expecta¬ 
tions about being quickly integrated into the activities of 
the organization. 

Using Table 5.5 to develop a profile of what Black 
college students/graduates expect from an organization, we 
see that they expect: (1) to receive recognition for quality 

work (4.07); (2) for information to be shared (4.02); (3) 

supervisors to be easy and friendly to talk with (4.06); (4) 
supervisors to stress teamwork (4.09); (5) to be consulted 

on matters that directly affect them (4.11); (6) their per¬ 

formance evaluations to reflect their actual job performance 
(4.24); (7) to be adequately trained to do their job (4.44); 

and, (3) they expect the organization to ensure that they 
have an equal opportunity for advancement and job assignments 
(4.58). In addition, they expect supervisors to a great 
extent to help them to improve their performance (as indicated 
by a mean value of 3.99). 
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TABLE 5.LA 


COMPARISON OF TECHNICAL AND NONTECHNICAL MAJORS’ PERCEPTIONS ABOUT THE 

COAST GUARD 



No. of 


Standard 

2-Tail 


Cases 

Mean 

Deviation 

Probability 

CG assigns people “° interesting and self rewarding 

jobs 




Technical Majors 

21 

3.18 

.60 


Non-Technical 

123 

3.51 

.78 

. / 5 

Adequacy of training provided people to do their job 





Technical majors 

21 

1.10 

.72 

.88 

Non-Technical 

122 

1.07 

.89 

Opportunities to work m well integrated work envnron-nent 




Technical 31 a.ors 

19 

3.21 

.79 

• c8 

Non-Technical 

121 

3.30 

1.08 

CG assign people to leadership positions early in career 




Technical Ma.'ors 

20 

2.95 

.91 

d A 

Non-Technical 

115 

3.17 

.@8 

.9 0 

Adequacy of assistance provided in getting settled 





technical Tiajor3 

19 

3.26 

.99 

.99 

Non-Technical 

U3 

3.27 

.91 

Friendliness of CG supervisors to talk with 





Tecnrical 

15 

3.33 

.49 

.18 

Non-Technical 

107 

3.22 

.88 

CG supervisors are oper-air.ded and receptive to ideas of subordinates 



Technical Majors 

16 

2.88 

.50 

.18 

Non-Technical 

107 

3.C9 

1.01 

CG resolves conflict fairly 





Technical 'la ors 

13 

3.61 

.65 

.50 

Non-Tech.nical 

109 

3.21 

1 .1'’ 

CC gives recognition to deserving persons 





Tecnnical Majors 

20 

3.55 

.76 

.90 

Non-Technical 

120 

3.52 

.92 

People are evaluated on how cell tr.ef perform their , 

Job 




Tecnnical '.ia.ors 

20 

3.85 

.81 

.84 

Non-Technical 

lit 

3.18 

.81 

CG encourage lean work and 1 nfc.-tat ion sharing 





Technical Majors 

21 

u.C5 

.81 

.65 

Non-Technical 

118 

3.96 

.93 

Supervisors give feedback to help improve ones perfor-tance 




Technical Ma/or3 

17 

3.71 

.85 


Non-Technic3l 

110 

3.68 

.97 

.92 

CG has adequate number of role models for you 





Technical Majors 

17 

3.11 

.92 

.70 

Non-Tecnnical 

108 

3.31 

.98 

Adequacy of JG pay for a person with your qualifications 




.ocnnlcal Majors 

20 

3.10 

.85 


Non-Technical 

119 

3.10 

1.08 

.90 


CG offers excellent 0 f 51 or-.uni- -.es for tdvance-wnt and proiotion 

Technic.il "a 'ora 20 3. (0 . 0 

.'•on-uccnical 11' 3.60 .92 1.00 
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Exf«cL L/.e or^aniz auwi to adequately train you to ao your Joo(0) 0 18/ 1+»IJ+ 






Surprisingly, the mean value for the importance of role 
models to Black college students/graduates was 3.73, meaning 


that "to some extent" they consider role models to be 
important. In addition, 65.8 percent of these students 
considered mentors to be important to them, 28.9 percent 
said that mentors were not important to them, and 5.3 percent 
of the students did not answer the question. However, only 
28.9 percent of the people in the sample had mentors, 57.8 
percent did not have mentors, and 13.3 percent did not 
answer the question. Once again, the sample was divided 
into technical and non-technical majors and the expectations 
of the two groups were compared. No significant differences 
were found (see Table 5.5A). 

Examining Table 5.6 to get a feel for how far Black 
college graduates expect to advance with the organization 
that is fortunate enough to employ their skills, one can 
see that only 15.6 percent expect to reach the top manage¬ 
ment levels of the organization (owner, president, vice- 
president) . It must be noted that 51.3 percent of the people 
in the sample did not give an expected achievement level, 
thus, implying that they do not have long term career expecta¬ 
tions at this time. If this is true and if the Coast Guard 
is trying to sell people a career, while over half of the 
people are not thinking that far ahead, it cannot expect to 
be too successful in its recruiting efforts. 








7AI US. *.3A 


CCKPAj'UDtti OP THS LLPECTATICND OF TCCWiiCAI. AND KCN-TECHNICAL HJUORS 


Expect to quickly integrated Into me activities of 
organisation 

Technical Majors 

No. of 
Cases 

the 

26 

Mean 

3.' 9 

standard 
Cev.a•- ton 

.84 


lion-Technical 

148 

3.71 

.86 

Assistance expected in *jett:ng settled 

Technical Majors 

27 

3.f7 

1.14 


Non-Technical 

15u 

3.73 

1.C1 

Expect 

supervisors to oe receptive to your ideaa/suggestiors 
Technical Majors 27 

3.32 

.75 


Non-Tecnni cal 

153 

3.72 

.88 

Expect 

to be consulted on -setters that affect you 
Technical Majors 

26 

4.31 

.88 


Non-Technical 

153 

4.1C 

1.03 


to receive recognition for quality work 
Technical Majors 

27 

3.93 

.73 


Non-Tecmical 

153 

4.03 

.83 

Expect 

perfer 

performance .‘Valuation to reflect actual Joo 
-at. c e 

Technical Majors 

27 

4.33 

.78 


Non-Technicai 

163 

-.23 

.85 

Expect 

■naKers 

informal Lon to t-e shared so that decision 

can -axe cetter decisions 

Technical Ma ors 

2" 

4.2b 

. "6 


Non-Technical 

152 

3.9 S 

.88 

Expect 

organisation to discourage favoritism 
Technical ‘takers 

26 

3.31 

1.33 


Non-Tecnr. i cal 

153 

3.30 

1.53 

Expect 

to have to deal with long standing rules and 

re.ni lat *. 

ons 



Technical Majors 

2” 

J.'S 

.8? 


Non-Tecnnicai 

153 

3.75 

.95 

Expect 

supervisors to listen to your problems 
Technical Majors 

26 

3.69 

1.C1 


Non-Teci.mcal 

153 

1.73 

1.C7 

Expect 

supervisors m jtn in working out conf 

Technical !'a -ors 

1 :ct 

27 

3.81 

1.04 


Non-Technical 

In. 

3.3. 

.97 

Expect 

supervisor to stress team work 

Technical Majors 

27 

,.2A 

.86 


Non-Teem: cal 

153 

-.06 

.87 


Eipsct superr: sor to to frierjljr and oasy to approach 

Technical Va/ors 27 

Non-Technical ^<3 


Expect supervisor to help you 
Technical Majors 
Non-7cchnicai 


taprov* your perfoman re 
27 

ll3 



? .89 


u.00 


Expect, the orranirai :on to adequately 
Technical labors 
Non-""#*chn icnl 


you 1.0 do tcjt Job 

27 *..52 

153 h .^2 


Expect organization * 0 •'-sure hat you ‘.i»e eqval 
op -xrtur.ity for acv.v~ee-.pnt anc ob assi.j-~er.ls 

Technical 'a‘ors y* 

Nan-Tecr.ni zal y \ 


The importance of Tie -odels *o you 
Tec--leal n ;ors 
Non-Techp'.cal 


.86 

. 3 " 


l.c5 

.37 


.eo 

.79 




2-Tail 
?rot<*Dil it t 


.92 

.76 

.22 

.28 

.50 


.53 


.08 

.99 

.39 

.88 

.98 

.29 


.8 


.61 


.55 


."5 


. C 1 


31 


.80 

1.02 





TABLE 5.6 


POSITIONS EXPECTED TO BE HELD 3Y BLACK COLLEGE 
STUDENTS/GRADUATES UPON TERMINATING EMPLOY¬ 
MENT WITH THE ORGANIZATION 


POSITION 

NUMBER OF CASES 

PERCENTAGE 

Owner 

2 

1.1 

President 

19 

10.2 

Vice-President 

8 

4.3 

Middle Manager 

22 

11.8 

Junior Executive 

16 

8.6 

Teacher/Educator 

10 

5.2 

Paraprofessional 

2 

1.1 

Other 

12 

6.4 

Missing or none listed 

96 

51.3 


E. A COMPARISON OF BLACK COLLEGE STUDENTS/GRADUATES’ PERCEP¬ 
TIONS ABOUT THE COAST GUARD VS THEIR WORK EXPECTATIONS 

In comparing students' perceptions about the Coast Guard 
with their expectations, we can see that they expect signifi¬ 
cantly more from the organization that employ them than 
they perceived the Coast Guard provides its people. Thus, 
the mean values for all of their expectations are higher than 
the mean values for their comparable perceptions (see T*',le 
5.7) . 

F. WHY DID SOME BLACK OFFICERS LEAVE THE COAST GUARD? 

Now that we have profiles of the Coast Guard from several 
different perspectives and some idea of the perceptions and 
expectations of Black college students/craduates that are 
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TABLE 5.7 


CCMPA5ISCK CF BUCK COLLEGE 2CUDE"TS/""ACl'ATZS PESCEFTICtlS AcCL'-tTHE CCA5." 
GUARD Af.’D TKEIR EXPECTATION'S CCt.'CEnNIKC SiFLCKSIT 



V< 

o 

o 


Standard 

2-Ta: 


Cases 

Mean 

De v * ^ : c n 

rrc: a"' 

Training 





Student Perceptions 

1.9 

..C7 

.3' 


Student Expectations 

13" 

...... 

™o 

* i V. 

Provide assistance in getting settled quickly 





Student Perceptions 

:ja 

3 • PP 

• /i 


Student Bxpectatior.s 

16L 

3. . 

1..3 


Supervisors that are friendly and easy to talk 

with 




Student Perceptions 

ICS 

t me 

• c” 


Student Expectation 

187 

..C6 

.89 


Supervisors that are cpen minded and receptive 
to your ideas 





Student Perceptions 

129 

3.2° 



Student. Expectations 

187 

3.66 

. u " 


Conflict resolved fairly 





Student Percept ions 

129 

3.2" 

I • li 

rn 

Student Expectations 

1P6 

3.83 

1.32 


Recognition given to deserving persons 





Student Perceptions 

U7 

1 21 

. =3 


Student Expectations 

18" 

..C2 

, 8 .. 

• IL 

Evaluations reflect perforran.ee 





Student Perceptions 


3.62 

.37 

,rr 

Student Expectations 

13? 

..2,. 

.6' 


Encourage teas work and irfor-ation snaring 





Student Percect tons 

1..6 

3 . °A 

. te 


Student Expectations 

136 

-C3 

.88 


Provide feedback to ~elp irr.prove performance 





Student Perceptions 

13 U 

?.c. 

• C ? 

.cc 

Student Expectations 

187 

3.99 

»c? 


Adequacy/i.T.portance of role models/mentors 





Student Perceptions 

132 

3.31 

• ? 7 

.cc 

Student Expectat ions 

183 

3.73 

• v 


Equal opportunity for advancement and lob assignments 




Student Perceptions 

1.2 

3. CQ 

.ss 

.cc 

Student Expectations 

18E 

..58 
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eligible for our officer programs, we can examine why some 
Black officers have left the Coast Guard during the past 
two years. 

Through telephone interviews, five former Black Coast 
Guard officers were asked, "Why did you get out of the Coast 
Guard?" Table 5.8 gives a list of those reasons. In all 
cases, these officers stated that these were not the kind 
of experiences that they had expected and since the prospects 
for improvement looked bleek, they felt that it was best to 
terminate their stay in the Coast Guard. 

G. COAST GUARD OFFICERS VIEW OF THE COAST GUARD VS BLACK 

COLLEGE STUDENTS/GRADUATES PERCEPTIONS 

Black college students/graduates perceptions about the 
Coast Guard were compared with Black officers' views of the 
Coast Guard on specific questions. The results of that 
comparison is presented in Table 5.9. Significant differences 
were found in all cases except the perception of conflict 
resolution, recognition, and equal opportunity for advance¬ 
ment and job assignments. 

However, when 31ack college students/graduates perceptions 
were compared with White officers' views of the Coast Guard 
more significant differences were found (see Table 5.10). 

It was only on the adequacy and importance of role models and 
mentors that these two groups did rot show significant 
dif ferences. 
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TABLE 5.8 


REASONS WHY FORMER BUCK OFFICERS 1 
1HE1E COAST GUARD CAREER 


IRC'I MATED 


-j 01 j o 


FREQUENCY 


Poor pay and unable to keep up with inflation, so I 
found a job that would provide the means of 
supporting my family 5 

Lack of role models and mentors 5 

Little or no guidance from senior officers U 

Being assigned to recruting duty and having to sell 

a product that I did not believe in (the Coast Guard) 2 

Did not feel that I could get anead in the Coast Guard U 

My skills and abilities were greatly underutilized U 

I was given a set of orders that I did not want and my 

detailer would net change them so I got out 2 

No other Black officersaround to associate with and many 

times White officers did not want to associate with me 2 

Prejudice on the part of superiors that manifested itself 

in the form of ny receiving average fitness reports 2 

The Coast Guard was detrimental to my family life 3 

I did not fit in; I was never made to feel a part of my 

command. My wife was "inadvertently” excluded from wives 
club activities on several occasions 3 
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:able 5.9 



COMPARISON CF SUCK COLLEGE 5TTOr-*iT 

S / GHA GU A ' 

TES pep.c 

EPTICTiS ASCU' 


THE COAST GUARD V/ITH 3UCK OFFICERS* VIEW 

No. of 

CF THE 

COAST GUARS 

Standard 

2-Tail 


Cases 

Mean 

Deviat icr. 

Probabilif 

Training 

Student. Perceptions 

119 

1.07 

.86 

• CO 

Black Officers 

55 

2.82 

1.26 


Provide assistance in getting settled cruickly 

Students Perception 

138 

3.28 

.92 

• GC 

31ack Officers 

57 

3.51 

1.26 

Supervisors that are friendly and easy to talk 
with 

Students Perceptions 

128 

*> pc 

.87 

• CC 

Black Officers 

55 

U • li* 

1.17 


Supervisors that are open minded and 
receptive to your ideas 

Students Perceptions 

129 

3.09 

.96 

.03 

Black Officers 

56 

3.16 

.91 

Conflict resolved fairly 

Students Perceptions 

129 

3.2- 

1*15 

.81 

Black Officers 

5u 

3.1^ 


Recognition given .o ceserverg persons 

Student Perceptions 

i-u7 

3.53 

• c ; 

.09 

Black Officers 

Evaluation reflect perforrar.ee student perception 

56 

3 

3.21 

i.i- 

Student Perceptions 

113 

3.?2 

• »-' 

• Cl 

Black Officers 

51 

o *33 

X « ^.*4 

Encourage tea." 'work and information sharing 

Stuaer.t Perceptions 

U6 

3.9a 

.96 

.CC 

Black Officers 

56 

3.26 

1.22 

Provide feedback to help improve performance 

Student Perceptions 

i i 

3.61 

.97 

• Cu 

Black Officers 

^55 

3.11 

1.21 

Adequacy of role models and mentors 

Student Perceptions 

132 

3.31 

.97 

o 

O 

Black Officers 

56 

1.C2 

.86 

Equal Opportunity for Advancement and Job 

Assignment 

Student Perceptions 

112 

3.59 

,88 

•3u 

Black Officers 

56 

3.11 

1.22 
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TABLE 5.10 


A COMPARISON OF THE PERCEPTIONS OF BLACK COLLEGE STUDENTS/GRADUATES ABOUT THE 
COAST GUARD WITH WHITE CFFICEES VIEW OF THE COAST GUARD 


No. of Standard 2-Tail 

Cases Mean lev tat ion Probabil 


Training 


4.07 

.86 

Student Perceptions 

149 

White Officers 

166 

2.36 

l.Ca 

Provide assistance in getting settled quickly 




Student Perceptions 

138 

3.28 

.92 

White Officers 

164 

2.37 

1.22 

Supervisors that are friendly and easy to talk wi 

,th 



Student Perceptions 

128 

3.25 

.8” 

White Officers 

166 

4.15 

.98 

Supervisor that are open minded and receptive to 
70Ur ideas 



.96 

Student Perceptions 

129 

3.09 

White Officers 

164 

3.62 

.92 

Conflict resolved fairly 




Student Perceptions 

129 

3.27 

1.15 

White Officers 

162 

3.48 

1.02 

Recognition given to deserving persons 


3.53 

.93 

Student Perceptions 

147 

White Officers 

164 

2.87 

1.C8 

Evaluations reflect perfonw.ee 




Student Perceptions 

143 

3.82 

.3” 

White Officers 

161 

3.62 

i.ee 

Encourage teat v.tirk and inf citation snaring 



.96 

Student Perceptions 

146 

3.94 

White Officers 

163 

3.43 

1.13 

Provide feedback to help irprove performance 




Student Perceptions 

132 

3.64 

.97 

White Officers 

166 

2.99 

1.22 

Adequacy and importance of role models and mentors 

3.31 


Student Perceptions 

132 

.9" 

White Officers 

163 

3.40 

.97 

Equal opportunity for advancement and jefc assignments 



Student Perceptions 

142 

3.39 

.38 

White Officers 

164 

3.85 

1.01 


.00 

.00 

.00 

.00 

.05 

.00 

.00 

.00 

.00 

.30 

.01 



When Black college students/graduates' perceptions were 
compared with how top leaders view the Coast Guard, signifi¬ 
cant differences were found on all questions except the 
perception of conflict resolution and the adequacy/importance 
of role models/mentors (see Table 5.11). 

H. BLACK COLLEGE STUDENTS/GRADUATES WORK EXPECTATIONS VS 

COAST GUARD OFFICERS' VIEWS OF THE COAST GUARD 

In comparing Black college students/graduates work 
expectations with Black officers' views of the Coast Guard, 
significant differences were found on all questions except: 
the friendliness of supervisors, the open mindedness of 
supervisors, and supervisors willingness to listen to prob¬ 
lems (see Table 5.12). 

Next, 3lack college students/graduates work expectations 
were compared with White officers. The results are presented 
in Table 5.13. This comparison revealed that the same signi¬ 
ficant differences that were found when their work expecta¬ 
tions were compared with Black officers' views. However, the 
similarities in how White officers view supervisors in 
the Coast Guard and what Black officers expect of supervisors 
are much greater (P=.95, .98, and .89 respectively). 

Finally, Black college students/graduates' work expecta¬ 
tions were compared with top leaders views of the Coast 
Guard. Table 5.14 contains the results of that comparison. 

It is here that the greatest number of similarities were 
found. No significant differences were found between how 
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TABLE 5.11 


COMPARISON CF THE PERCEPTIONS CF BUCK COLLEGE STUDENTS/GRADUATES ABCUT 
IKE COAST GUARD WITH X? LEADERS VIEW CF THE CCA3T GUAF-D 



No. of 
Cases 

Mean 

Standard 

Deviation 

Training 

Student Perceptions 

149 

U • C? 

.8b 

Top Leaders 

iO 

2.5e 

1.0? 

Provide assistance in getting settled quickly 

Student Perceptions 

138 

2 *29 

• °2 

Top Leaders 

40 

2. c2 

1.30 

Supervisors that are friendly and easy to talk wi‘ 
Student Perceptions 

,h 

128 


.S'* 

Top Leaders 

Al 

1.27 

.90 

Supervisors -hat are open minded and receptive to 
your ideas 

Student Perceptions 

129 

3.Co 

.96 

Top Leaders 

-0 

3. T 5 

.93 

Conflict resolved fairly 

Student Perceptions 

129 


I .1 ? 

Top Leaders 

_G 

, • ✓ c 

1 .CL 

P.ecognition given to ieserving persons 

Student Perceptions 

Li? 


.93 

Top Leaders 

-C 

O 

O 

.96 

Evaluation reflect performance 

Student Perceptions 

143 

3.82 

.87 

Top Leaders 

38 

3.42 

1.2C 

Encourage team work and information sharing 

Student perceptions 

lib 

3.94 

.96 

Top Leaders 

LO 

3.32 

1.20 

Provide feedback to help imerove performance 

Student Perceptions 

134 

3* ru 

.9? 

Top Leaders 

41 

3.CO 

1.24 

Adequacy/importance of role nodeIs/mentors 

Student Perceptions 

132 

3.31 

.97 

Top Leaders 

40 

3.30 

1.04 

Equal opportunity for advancement and Job assignments 

Student Perceptions 1 a2 

3.59 

.88 

Top Leaders 

40 

3.PS 

1.16 


2-Ta 

Profcafc 

• CO 

.00 

.CC 

.00 

.C8 

.CC 

.01 

.00 

.00 

.95 

.05 
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tabu: 5.1 a 


COMPARISON Cf BLACK COLLEGE C^Dp-NTC/C r JCl’A.T^} EXfECTATICNC vm BLACK ^FIBERS* 

VIEW Or iKE COAST Cl'APf) 


No, of Standard 



Cases 

Mean 

Devi at: 

Training 




Student Expectations 

18? 

4 . 4* 

.78 

Black Officers 

55 

2.82 

1.26 

Provide assistance .n getting settled quickly 




Student Expectations 

184 

3.74 

1.03 

Black Officers 

57 

2.51 

1.26 

Ekipervisors that are friendly and easy to talk 

trt-h 



Student Exf>jc' a’, ions 

187 

4.06 

.80 

Black Officers 

55 

4.14 

1.17 

Supervisors that ire open rinded and receptive 

*.o 



your ideas 




Student Expectations 

18? 

3.66 

.87 

Black Officers 

56 

3...6 

.91 

Conflict resolved fairly 




Student Expectations 

186 

3.83 

1.32 

Black Officers 

54. 

3.1b 

1.26 

Recognition given to ieserving persons 




Student Expectations 

187 

4.C2 

.84 

Plack Officers 

56 

3.Cl 

1.17 

Evaluations reflect performance 




Student Expectations 

18? 

4.24 

.85 

Black Officers 

54 

3.33 

1.24 

Encourage team work and information sharing 




Student Expectations 

186 

4.C5 

.88 

Dlaca Officers 

56 

3.26 

1.22 

Provide feedback to help improve performance 




Student Expectations 

18? 

7,OQ 

.89 

Black Officers 

55 

3.11 

1.21 

Adequacy/:r.portar.te of role models/mentors 




Student Expectations 

183 

3.-3 

,9P 

31ack Officers 

56 

4.02 

.86 

Equal opportunity fer advancement ar.d job assignments 



Stucer.t Expectations 

:64 

-.58 

.66 

Black Officers 

3b 

3.-1 

1.22 

Consultation or. natters that directly affect you 



Student Expectations 

186 

4.11 

1.02 

Black Officers 

56 

2.°» 

1.15 

Supervisors listen to problems 




Student Expectations 

186 

3.72 

1.06 

Black Officers 

56 

%9fc 

1.24 

Supervisors assist in resolving conflict within 

your 



work group 




Student Expectations 

187 

3.80 

.98 

Black Officers 

56 

3.3f 

1.24 

Deal with bureau-ra^-y =.rd red tape 




Student Expectations 

18~ 

3.74 

.96 

Black Officers 

5, 

3.32 

.90 

Quickly integrate new people into activities of 

the 



organisation 




Student Expectations 

181 

3.~0 

.86 

Black Officers 

57 

3.21 

.96 


2- 7a i 
Probat: 


.00 


.00 


.28 


• C8 

.00 

.00 


.00 


.CO 


.00 


.02 


.00 


.00 

.C9 


.00 


.00 


.CO 


90 


TABLE 5.13 


CCMPARIECU OP SLACK COLLECE S7JOE1ITE/CRALVATE3 sXPECTATIOKE WITH WHITE CfFTTEP 
VIEW CP THE CCA3T SL'A.iD 



No. of 
Cases 

*^ean 

Standard 
Sevia* ion 

2“' 
£rotat 





■ 

Training 

Student Expectations 

3P? 

4..^. 

.78 

.00 

White Officers 

166 

2.86 

1.C4 

Provide assistance in /etl'.n ft set*-led quickly 

Sluder.*- Expectat ions 

1 RU 

3.74 

1.C3 

.00 

White Officers 

it* 

2.37 

1.22 

Supervisors that are friendly and easy to talk 
Student Expectations 

with 

187 

4.C6 

.89 

.95 

White Officers 

166 

<*•15 

.98 

Supervisors tnat are open rinded and receptive 
Student Expec mens 

to your ideas 

187 3«fn 

.87 

.98 

While Officers 

lia. 

l.c2 

.92 

Conflict resolved fairly 

Student Expectations 

186 

3.83 

1.32 


White Officers 

162 

3—8 

1.02 

.00 

Recognition given to deserving persons 

Stuaert expectations 

167 

4.C2 

.34 

.00 

White Officers 

164 

2.87 

1.08 

Evaluation reflect p-rfonr^nce 

Student Expecta-ions 

IP? 

4.24 

.85 


White Officers 

161 

3.65 

3.U3 

• CO 

Encourage teas wore and Inf or*, ion sharing 

Jtudent Expectations 

186 

u.a 

.68 


White Officers 

163 

3-3 

1.13 

.00 

Provide feedfcacK to “eIp ;-prove performance 

Student Expectations 

187 

3.99 

.*9 

.00 

White Officers 

166 

2.99 

1.22 

Adequacy/importance cf role mode Is /mentors 

Student \xpcc•ations 

3P3 

3.73 



White Officers 

163 

3.4C 

. ?7 

.00 

Equal opportunity fcr adv.-incement and Joe assignments 
. s Student Expectations 

4.58 

.66 


White Officers 

ltJ. 

3.35 

l.Cl 

.CO 

Consultation on -utters that directly effect you 

Student Expectations 18b 

4.11 

:.C2 


White Officers 

164 

3.18 

1.C4 

.00 

Supervisors listen to problems 

Student Expectations 

18b 

3.72 

1.C6 


White Officers 

166 

3.96 

1.C5 

.09 

Supervisors assist in resolving conflict within 
Student Expectations 

your work 
137 

3.8C 

.96 


White Officers 

165 

3.31 

1.22 

.00 

Seal with bureaucracy md red tape 

student rjcr^c-ations 

187 

3.TA 

.96 


White Officers 

1‘ 4 

3.52 

,~0 

.01 

„u;ckly ;nt-?.-ri ” new people .mo activities 
of the organ.sat;cn 

Student Expectations 

161 

3 ,-Q 

.86 


White Officers 

It V. 

3.59 

. c ' 

.10 
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TABLE 5.U 


COMPARISON CF SLACK COLLEGE STUDENTS/GRADUATES EXPECTATION'S WITH TCP LEADERS* 

VIEW OF THE COAST GUARD 



Mo. of 


Standard 


Cases 

Mean 

Teviat ion 

Training 




Student Expectations 

187 

4 • **•* 

.78 

Top Leaders 

A0 

2.38 

1.C7 

Provide assistance in getting settled quickly 




Student Expectations 

184 

3.74 

1.03 

Top Leaders 

40 

2.62 

1.30 

Supervisors that are Friendly and easy to talk 

with 



Student Expectations 

187 

a. Co 

.8? 

Top Leaders 

41 

u.27 

.90 

Supervisors tr.at are open minded and receptive 
to your ideas 




Stuaer.t Expectations 

187 

3.66 

.87 

Top Leaders 

40 

\ s 

.92 

Conflict resolved Fairly 




Stuaer.t Expectations 

186 

3.83 

1.32 

Top Leaders 

40 

3.36 

1.C4 

Recognition given to deserving persons 




Student Expectations 

187 

4.02 

.84 

Tcp Leaders 

40 

3.CC 

• ?6 

Evaluation reflect perfcrr.ar.ce 




Student Expectations 

1?" 

■7 1 

. A a 

.85 

Top Leaders 

38 

3...2 

' 70 

Encourage tear work and info rest ten snaring 




Student Expectations 

186 

u.C3 

• O? 

Top Leaders 

uC 

3.32 


Provide feedback to r.elp improve performance 




Student Expectations 


1 # 00 

.89 

Tcp Leaders 

- 1 

3.CC 

1.2.. 

Adequacy/issporiar.ee of rcl* ro.teis/r.er.tors 




Student Expectattcr.a 

183 


.-8 

Top leaders 

-0 

- 7 r> 

1.04 

Equal opportunity Tor luvnr.re-er.t and ;ob ar.sig 

TUT o r. 15 



Student Expectations 

18.. 

-».58 

.Cf 

Top Leasers 

..0 

3.68 

1.1b 

Consuitaticn on -natters that nrectly affect you 



Sluder t rue pec tat ,cr.s 

186 

»* • 11 

1.C2 

Top Leaders 

dG 

3.18 

1.08 

Supervisors listen to procier.3 




Student, rlxpec tations 

186 

3. ”2 

l.Cfc 

Tcp Leaders 

4l 

3.?i 

1.12 

Supervisors assist in resolving conflict witnin 

your work 

rrcu p 


Student focpectatiens 

Top Leaders 

167 

..0 

3 .80 
3.22 

_ .98 

...A 

Teal with bureaucracy *ar.d red .ape 




Student Expectations 

187 


.06 

Tc Leaders 

:.C 

3.3? 

.. 1 

Quickly integrate new pec-pie into activities 
of the c r£ anizat:on 




* tudent .'txpectat ;cns 

181 

3.70 

.86 

"op Leaders 9 2 

•X 

3 ...8 

i.C6 


2-Ta 

Frcfcab 

.00 

.00 

.23 

.28 

.08 

.CO 

.00 

.00 

.00 

.CO 

.00 

.00 

.C” 

.00 

.18 

.08 






White officers viewed and what Black college students/ 
graduates expect in terms of (1) supervisors being friendly 
and easy to talk with; (2) open minded supervisors; (3) con¬ 
flict resolution; (4) supervisors willingness to listen to 
problems; (5) dealing with bureaucracy and red tape; and 
(6) the integration of new people into the activities of 
the organization. 
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VI. DISCUSSION 


A. INTRODUCTION 

The major thrust of this project was to find ways to 
improve the recruiting and retention of Black officer. To 
do this, profiles of the Coast Guard were obtained from 
several different perspectives and compared to see if there 
were any significant differences in these perspectives. Then 
the perceptions of 3lack college graduates arm .t the .'cast 
Guard and their expectations of their employer xc: -tired 

with these different perspectives in an attempt • •. t ■ 

handle on our recruiting and retention problems. 

This project attempts to answer the quest i :r.: 'evert the 

present state of the organizational climate of the "noted 
States Coast Guard; the job and career expectations of Blue:: 
college students and graduates; and their perceptions about 
the Coast Guard; can the Coast Guard realistically expect tc 
recruit and retain enough Black officers to achieve its coal 
of 12 percent 31ack officers within the next five years? 

Put another way, how good is the fit between the organiza¬ 
tional climate of the Coast Guard, the perceptions of Black 
college students/graduates about the Coast Guard, and the 
expectations that Black college graduates'students have of 
their employer? If the fit between the perceptions of Black 
c^i^ece students/graduates aoout the Coast Guard and the 
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organizational climate of the Coast Guard is "good", then 
the Coast Guard's recruiting efforts should be productive. 
However, it may or may not be able to retain these officers. 

On the other hand, if the fit between Black college students/ 
graduates’ perceptions about the Coast Guard and the organiza¬ 
tional climate is poor, the Coast Guard will probably have 
great difficulty in achieving, even recruiting goals. 

3. THE ORGANIZATIONAL CLIMATE OF THE COAST GUARD 

The organizational climate of the Coast Guard was obtained 
from several different groups of Coast Guard officers and 
compared to see how similar or how different these groups 
viewed the organizational climate of the Coast Guard. 

1. Black Officers vs White Officers 

Black officers view the Coast Guard as an organization 
that, "to seme extent", motivates its people (3.215? has goed 
communication flow (3.27); emphasizes organizational goals 
(3.02); practices equal opportunity and implements affirma¬ 
tive action (3.40); treats people fair and equitable (3.22); 
has inflexible policies, procedures, and practices 3.32} ? 
and, its supervisors encourage teamwork, sets high standards, 
and encourages people to give their best effort '2.44 . To 
some extent (3.72), Black officers are generally satisfied 
with Coast Guard life. Generally, Blacks aspire to achieve 
the rank of commander; however, they consider that role models 
ar.d mentors are important "to a great extent" (4.32! . Black 
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officers see the process of relocating from one place/duty 
station to another as being somewhat of a problem (see Table 
5.1). The problems appear to be caused by the frustration 
of finding part time and full time employment for themselves 
and their spouse, respectively; children and spouse not being 
able to adjust to new environment; and, the difficulty in 
finding suitable off-base entertainment (see Appendix Q). 
Finally, Black officers feel that people are not being trained 
at the level that they should be in order to deal with 
increased technical and leadership responsibilities required 
of Coast Guard officers (See Appendix T). 

White officers generally view the Coast Guard the 
same way with a few significant differences. For example, 

White officers perceive that the equal opportunity and 
affirmative action climate of the Coast Guard is significantly 
better than that perceived by Black officers. This difference 
may be caused by the fact that White officers see the chain of 
command as being more receptive to taking action on known or 
alleged discrimination issues and thus feel more free about 
reporting discrimination through proper channels (see Appendix 
R). The fact that White officers feel that the Coast Guard 
will ensure "to a great extent" that they have equal opportun¬ 
ity for advancement (4.01) and job assignments (3.69) also 
contributed to the significance of those differences (see 
Appendix K). This is consistent with the 1973 Urban League 
Study that revealed that Whites were more "positive than Blacks. 
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Although the two groups do not differ significanly 
on how fair and equitable they feel people are treated in 
general, Black officers feel that favoritism is discouraged 
to a lesser extent than do White officers. On the other 
hand. White officers feel that deserving people get recogni¬ 
tion to a lesser extent than do Black officers (see Appendix 
L) . 

White officers view role models and mentors as being 
less important for Coast Guard officers than do Black officers 
(see Appendix N). One possible explanation for this differ¬ 
ence could be that since there are many more White officers 
than there are 3lack officers (approximately 4000 vs 69); 
that White officers have never had to be in a command where 
there were no other officer that "looks like them"; thus, 
they have never experienced not having them around. There¬ 
fore, White officers may take them for granted. Another 
possible explanation could be that since White officers view 
the Coast Guard as an equal opportunity employer "to a great 
extent", they perceive that people will be advanced and get 
ahead based on their own merit and thus do not need mentors 
and role models. 

Generally White officers view the Coast Guard in a 
more positive light than do Black officers and probably as 
a result White officers are generally more satisified than 
Black officers. This appears to also be caused by the fact 
that White officers are much more satisfied with the progress 
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that they have made up to now and feel better about their chances 
of getting ahead than do Black officers (see appendix F). 

Black officers and White officers differ with regard to how they 
view training. Concern for this dimension exists because both 
groups feel that the Coast Guard training is inadequate. Since 
this study was conducted shortly after the collision of the 
USCG Blackthorn (WLB 391) with the tanker Capricorn, training 
may have been brought to the forefront of people's minds. 

As a result they may have felt that if the crew of the Blackhorn 
had somehow been "better trained", that the collision would have 
been avoided. Typically, Coast Guard vessels perform extremely 
well during refresher training at GIPMO thus indicating that they 
are very capable of performing their missions. 

2. Top Leaders vs 04's and Below (Other) 

There are significant differences in how Top leaders and 
04's and below view the Coast Guard. Top leaders feel that equal 
opportunity and affirmative action are practiced to a greater 
extent in the Coast Guard than do 04’s and below. This is 
supported by the fact that generally, top leaders are more 
familiar with EEO and affirmative programs and policies. Top 
leaders also feel that the chain of command is willing to 
take action on known/alleged discrimination to a greater extent 
than do 04's and below (See Appendix W). The fact that many of 
these officers are CO’s, XO's, and Division officers, along 
with their related experiences may account for these differences. 

In addition, as CO's, XO's and division officers they would be 
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responsible for ensuring that a good equal opportunity and affir¬ 
mative action climate exist in their command. Thus, they see 
themselves in a much more favorable light than others. 

Not surprisingly top leaders show higher career aspirations 
than 04's and below. It is believed that since the career aspiration 
scale range from 01 to 09 and since top leaders are over half way 
up the scale already, their career aspirations would naturally be 
greater. In other words, an 05 could not or would not aspire to 
be an 02 where as an 02 could aspire to be an 05 and up. 

Top leaders are satisfied to a greater extent than are 
04's and below. This satisfaction manifest itself in how they 
feel about the progress they have made thus far and how satisfied 
they are with the organization in general (See Appendix BB). 

This implies that the higher up one is in rank, the more satisfied 
they are with the organization. This is consistent with the findings 
of Dunnette, Arvey, and Banas (1973). 

In looking at how top leaders view the adequacy of train¬ 
ing, we find that top leaders feel that people are being trained 
only "to little extent"(2.58) to perform their assigned task 
and to accept the increasing technical responsibilities required 
of their jobs. This is significantly less than the feelings of 
04's and below (See Table 5.2). 

Both top leaders and 04's and below feel that people 
are motivated to do their jobs; that the communication flow 
is good; and that supervisors encourage team work, stress high 
performance standards, and encourage people to give their best 
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effort. In addition, moving and setting up a new household, 
finding civilian employment for their spouse, finding suitable 
off base entertainment, continuing their education, and finding 
part time employment for themselves create serious problems for 
both top leaders and 04's and below (See Appendix CC). 

3. Black Officers vs Top Leaders 

Significant differences exist in how Black officers and 
top leaders perceive the equal opportunity and affirmative action 
climate, the importance of role models and mentors, career 
aspirations, and general satisfaction with the Coast Guard 
(See Table 5.3). Essentially top leaders perceive a better 
equal opportunity and affirmative climate than do Black officers. 
As mentioned earlier, the fact that top leaders are usually 
CO's, XO's, and Division officers make them responsible for 
ensuring that a favorable EEO and affirmative action climate 
exist in their command may cause them to view this dimension 
different from Black officers. Top leaders are more familiar 
with AAP's than Black officers. In addition, Top leaders feel 
that the chain of command is more willing to take action on 
known or alleged discrimination issues and feel freer to report 
discrimination than do Black officers. Top leaders also indicated 
that "to a great extent(4.12)", they feel that the organization 
ensures that they have an equal opportunity for advancement. 

This was significantly greater than the feelings of Black 
officers regarding their opportunities for advancement (See 
Appendix II). 
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Top leaders consider role models and mentors to be 


significantly less important than do Black officers (See Table 
5.3 and Appendix LL). Perhaps this is due to the fact that there 
has always been an abundance of role models and mentors for 
them to choose from as they advanced in rank and sought and 
got jobs that were career enhancing. Black officers have not 
had this luxury and thus consider them to be very important because 
they don't ge. the guidance they need to select career enhancing 
assignments. 

Top leaders showed higher career aspirations and are generally 
more satisfied than Black officers. Since people logically aspire to 
those ranks above their present rank and since many 04*s and below 
will terminate their career after three years, it is expected that 
the career aspirations of top leaders would be higher. Top leaders 
are satisfied to a greater extent (4.14) with the Coast Guard. 

They are more satisfied with the progress they have made, their 
chances for getting ahead in the future, with their jobs, and with 
the Coast Guard as an organization in general than Black officers 
(See Appendix NN). Thus, they tend to stay longer because the 
climate is compatible with their expectations. On the otherhand, 
some Black officers leave because the EEO and affirmative climate and 
their experiences in the Coast Guard are incompatible with their 
expectations. 

The shortage of role models also seem to have great impact 
on the retention of Black officers. Perhaps Black officers ask 
themselves, "Is the Coast Guard really serious in it's attempts 
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to recruit and retain more Black officers?" If so then, how can 
we account for the fact that the number of Black officers has 
only increased from 16 in 1972 to 57 in 1980? Is there something 
"wrong" with the Coast Guard? Is the Coast Guard a viable 
employment option for Black college students/graduates? We have 
seen that comparing the views of Black officers and White 
officers and Black officers and Top Leaders, We find a few 
significantly differences in their perspectives of the Coast 
Guard. It is these diferences in perspectives that result in 
the gap between people's expectations and their perception of 
reality being widened to the point that Black officers become 
dissatisfied with the Coast Guard and leave. In particular, 
the importance placed on role models and mentors by Black 
officers appears to have a tremendous impact on their decision to 
remain in or leave the Coast Guard. 

Now we can look at how Black college students/graduates 
perceive the organizational climate of the Coast Guard and 
compare those perceptions with "reality" to see what kind of 
image this recruitable segment of the population has of the 
Coast Guard. 

C. BLACK COLLEGE GRADUATES PERCEPTIONS VS "REALITY" 

Since a vast number of jobs in the Coast Guard require a 
lot of technical ability, the sample was divided into technical 
and non-technical majors to see if there were any difference in 
how these two groups of Black college students/graduates perceive 
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the Coast Guard. No significant differences were found. It is 
believed that this lack of difference is due to the fact that 
they have received similar information; however, the validity of 
that information may have increased the difference between their 
perceptions the Coast Guard and "Reality." 

1. Black College Students/Graduates Perceptions vs Black 

Officers View of the Coast Guard 

Black college stuuents/graduates perceive that people 
are being trained to do their jobs more so than do Black officers. 
The limited Coast Guard advertisement stressing the technical 
aspects of the job and its associated training could account for 
this perception. In the case of Black officers, being a part of 
the organization, knowing its training and job requirements, 
and the amount of publicity given to recent accidents involving 
Coast Guard vessels, could account for the way that Black officers 
view training in the Coast Guard. ’ 

Although there are no significant differences between 
students perception of EEO and affirmative action and Black 
officers views, they do differ significantly on how they perceive 
supervisors in the Coast Guard. Students perceive that supervisors 
provide more feedback to help improve performance, encourage 
teamwork, and encourage information sharing more than do Black 
officers. This is consistent with Wanous (1976) findings that 
people outside the organization have inflated perceptions compared 
to people who have been in the organization for over a year. 
However, they feel that supervisors are friendly and easy to talk 
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with, open minded, and receptive to their ideas to a lesser extent 
than do Black officers (See Table 5.9). Since all Black officers 
are supervisors to some degree may account for this more positive 
perception of Black officers. 

Students perceive that the Coast Guard provides less 
assistance to help people get quickly settled in new locations 
than do Black officers. Although this is contrary to Wanous (1976) 
findings of inflated perceptions of outsiders, it is probably 
consistent with the amount of knowledge that outsiders have on 
"the sponser program" designed for that purpose. Thus, one would 
expect students' perceptions of assistance to be lower than 
Black officers perceptions in this case. 

The perception of students that evaluations reflect actual 
performance is significantly higher than Black officers (3.82 vs. 
3.33) perception of performance evaluations in keeping with 
Wanous (1976) findings. 

No significant differences were found between the percep¬ 
tions of students and Black officers views in the area of fair 
conflict resolution and recognition given to deserving persons. 

The question of the adequacy of the number of role models and 
the importance of role models and mentors is of extreme interest 
to Black officers since there are so few of them around that 
are Black. Black officers feel that role model models are 
important to a great extent (4.02). While Black college students 
and graduates felt that they were important to a lesser extent 
(ranked 8 of 18 items), they felt that there are to some extent 
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enough role models and mentors in the Coast Guard (3.31). 

2. Perceptions of Students vs White Officers and Top Leaders 

Greater differences exist between the perceptions of 
Black college students/graduates and White officers' view of 
reality than there were between the students' perceptions and 
Black officers' views. Students perceived that people are trained 
to do their jobs more so than do White officers and top leaders. 
Students also perceive that deserving people receive recognition, 
that evaluations reflect actual performance, and, that the 
Coast Guard provide assistance to help people get settled more 
than do White officers and Top leaders. This is consistent with 
the findings of Wanous (1976) that perceptions of outsiders about 
the organization tend to be higher than the perceptions of employees 
of the organization. However, when we compare their perceptions 
about supervisors, we see that some results are obtained that 
are inconsistent with Wanous (1976) findings. For example 
students perceive that supervisors are not as friendly, easy to 
talk with, open minded, and receptive to others' ideas as top 
leaders and White officers. But student do perceive that supervisors 
encourage teamwork and information sharing and provide feedback 
to help people improve their performance more so than do Top 
leaders and White officers. 

Students perceive that EEO and affirmative action is prac¬ 
ticed to a lesser extent than do Top leaders and White officers. 
Although this is inconsistent with Wanous (1976) findings con¬ 
cerning the perceptions of outsiders, it is consistent with the 
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traditional beliefs of the Black community that the Coast Guard, 
with its history of racism, has not made many improvements 
in the quality of life for Black people and any improvements 
made were forced upon the organization by laws and pressure 
from outside the organization. The number of role models and 
mentors is seen by Black college students/graduates as 
being "somewhat" adequate (3.31) even though they rank it 8 
out of 18 items in terms of order of importance to them. Both 
White officers and Top leaders consider them to be somewhat 
important. No significant difference exist between how these 
groups perceive the resolution of conflict. They all feel that 
it resolved fairly to some extent. 

In summary, generally the perceptions of Black 
college students/graduates are closer to those of Black officers 
than they are to white officers and/or Top leaders. Perhaps at 
one time those perceptions were much closer than they are now 
since Black officers and Black students share a common heritage, 
share similar experiences, and have the same skin color. Overall, 
it must be said that the perceptions of Black college students/ 
graduates about the Coast Guard are generally more positive 
than negative thus, from that standpoint the Coast Guard is 
a viable employment option for Black college students/graduates. 

D. BLACK COLLEGE STUDENTS/GRADUATES WORK EXPECTATIONS VS "REALITY " 
Since all people bring a set of expectations to the organ¬ 
ization, the congruence of those expectations with the 
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organizational climate is important because it has a tremendous 
impact on whether people leave or stay with the organization 
(Dunnette, Arvey, and Banas, 1973; Weitz, 1956; Katzell, 1976; 
and Farr, O'Leary, and Bartlet, 1973; Rambo, 1978). 

Examining the congruence of Black college students/grad¬ 
uates' expectations with the organizational climate of the 
Coast Guard, we find that Black college students/graduates 
expect significantly more than Black officers, White officers, 
and top leaders perceive is true of the Coast Guard. They expect: 
To be trained to do their jobs; recognition for quality work; 
their evaluations to reflect their actual performance; their 
supervisors to provide feedback to help improve their performance; 
to be consulted on matters that directly affect them; and, 
they expect to have equal opportunity for advancement and job 
assignments to a "greater extent" (all mean values were above 
4.00) than do Black officers. White officers and top leaders 
who perceive that these things are true of the Coast Guard 
only to "some extent" or less (all mean values were less than 
4.00). Black college students/graduates expect the organization 
to assist them and their families in getting settled in new 
location more than all groups of officers perceive is true of 
the Coast Guard. They expect conflict within their work group to 
be resolved more than Black officers and White officers perceive 
is true of the Coast Guard, but about the same as top leaders view 
conflict resolution (see table 5.12). 
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They expect to have to deal with bureaucracy and red tape 
to some extent more than Black officers and White officers 
perceive that they would have to do in the Coast Guard and almost 
the same as top leaders think. No significant differences exist 
between the Black college graduates' work expectation about 
being quickly integrated into the activities of the organiza¬ 
tion and the perceptions of White officers and top leaders 
in this area. However, their work expectations are significantly 
greater than the perceptions of Black officers. 

No significant differences were found between the work expec¬ 
tations of Black college students/graduates and all officer groups 
in the areas of friendly, open minded, easy to talk with 
supervisors that listen to problems. 

Since the work expectations of Black college students/ 
graduates are generally higher than their perceptions and 
since their work expectations are generally higher than all 
officer groups view of the organizational climate of the 
Coast Guard, these results are consistent with Wanous (1976) 
findings of expectations of outsiders being higher than "reality" 
as perceived by employees of the organization. 

In summary, the fact that Black college students/graduates 
expectations are higher than their perceptions of the Coast Guard 
means that Black college graduates expect more from their employer 
than they feel that the Coast Guard provide its people. 
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VII. CONCLUSIONS AND RECOMMENDATIONS 


A. CONCLUSIONS 

The purpose of this project was to attempt to answer the 
question: Given the present state of the organizational climate 
of the United States Coast Guard, the job and career expectations 
of Black college students/graduates, and, their perceptions 
about the Coast Guard; can the Coast Guard realistically expect 
to recruit and retain enough Black officers to achieve its goal 
of 12 percent Black officers within the next 5 years? 

Two hundred and thirty one (231) Coast Guard officers were 
surveyed to get their view of the Coast Guard's organizational 
climate. Black college students and graduates (187 in all) were 
surveyed to obtain their perceptions about the Coast Guard and 
their expectations. Supplemental information was obtained 
through interviewing Black college students and graduates and 
former Coast Guard officers. 

The results of this project revealed the perceptions of 
Black college graduates were generally higher than all Coast 
Guard officers view of the organizational climate of the Coast 
Guard. Their perception about the Coast Guard were generally 
positive. Their work expectations were higher than their 
perceptions. Therefore, the Coast Guard is perceived in a 
"positive” light as a viable employer by Black college students/ 
graduates. If we look at Figure 7.1, we get a feel for how 
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the perceptions of Black college students/graduates and their 
work expectations could affect the Coast Guard's recruiting 
and retention of Black officers. If they perceive the climate 
as "good" then their is a high likelihood that we can recruit 
most of them into one of our officer programs. Once in the 
Coast Guard, if they find that their expectations are congruent 
with what they found (reality), there is a high likelihood that 
most of them will be "satisified and stay." It is believed 
that this category constitutes only a small percentage of 
eligible recruitable population, if we use the present number 
of Black officers on active an an indicator. There are a few 
people that will leave for other reason and therefore fall into 
the "low likelihood of retention" category. 

Even though there are some people who perceive the organi¬ 
zational climate as being good and will or can be recruited, 
once in the Coast Guard, they find it to be worse than they 
expected. Therefore, there is a "high probability that they 
will not stay." Of those few that stay, most of them will be 
unhappy because of unfilled expectations. While the Coast 
Guard would like to be on the upper most limb of this decision 
tree, where people find the organizational climate that they 
desire and expect; it probably is more realistic to say that 
the Coast Guard's recruiting and retention efforts (of Black 
officer) fall on the second most upper limb. On this limb (as 
stated earlier), there is a high likelihood of recruiting most 
people because they perceive that the organizational climate 
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is "good." However, once in the Coast Guard, Black officers 
find that their expectations go unfulfilled, thus the majority 
of them leave. The data in Table 5.8 lends support for this 
agrument. 

Finally, there are those that perceive the organizational 
as good but for various reasons (such as a better job offer, 
don't like the military, etc.) will not join the Coast Guard. 
Therefore, they fall into the "low likelihood" of being re¬ 
cruited category. 

when we consider the segment of the people who perceive the 
organizational climate as "not good", the majority of this 
group probably will not be recruited because of those unfavor¬ 
able perceptions. 

Although there are those who perceive the organizational 
climate in an unfavorable light, some of them can or will be 
recruited for various reasons (such as unable to find the kind 
of job they want elsewhere, wanting to leave the area that they 
are in, etc.). Once in the Coast Guard, if they find that the 
climate is better than they expected, there is a high proba¬ 
bility that most of them will stay. If they find that the 
climate is about the same or worse than they expected, the 
majority will probably leave and a few will stay. 

The gap that exist between their perceptions of the Coast 
Guard, their work expectations, and "reality" as perceived by 
Coast Guard officers must be reduced if the Coast Guard is to 
recruit and retain more Black officers. If only the gap 
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between Black college students/graduates 1 perceptions and 
"reality" is reduced, the Coast Guard will probably recruit 
more Black officers; but, there would still be a gap between 
their work expectations and "reality", and as a result re¬ 
tention problems caused by unfulfilled expectations will likely 
continue. There will continue to be a shortage of role models 
and mentors for young Black officers. If the gap between the 
work expectations of Black college graduates and "reality" is 
reduced significantly so that there is congruence between the 
two, the retention of Black officers should increase. This will 
require sincere and earnest efforts on the part of Black officers, 
White officers, and Top leaders to improve the organizational 
climate of the Coast Guard. On the other hand, if a more real¬ 
istic picture of the Coast Guard's organizational climate is 
presented to perspective applicants, work expectations may be¬ 
come more congruent with reality. This can only have a positive 
impact on the recruiting and retention of Black officers. The 
cost of not doing this maybe that the Coast Guard will return 
to its "99 44/100 percent Ivory Snow" image among Blacks. 

Thus more Black officers will become disenchanted with the 
organization and leave. 

B. RECOMMENDATIONS 

One of the things that this author asked Coast Guard 
officers to do was to give their comments on things that they 
felt the Coast Guard could do to recruit more Black officers. 
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Some of the White officers felt that the Coast Guard should 
not concentrate its efforts on recruiting an particular race 
but should concentrate on getting quality officers. Based on 
the data that has been presented, here are some of positive 
things that this author feels that can be productive in recruit 
ing and retaining more Black officers. 

1. Assignments 

More Blacks should be assigned as CO's, XO’s, RCC 
Controllers, Admiral Aides, etc., while the assigning of Blacks 
to PMr and related staff jobs (such as EEO) should be minimized 
In conjunction with this, decluster the assignment of Blacks 
in areas such as Headquarters, Governor Island, New Orleans, 
etc. This will provide more visibility of Black officers to 
the Black community, thus improving the image of the Coast 
Guard. 

2. Pay and Benefits 

Put together better pay and benefit packages and fight 
for them along with DOD officials before congressional commit¬ 
tees and with OMB. As long as the pay and benefits are laging 
those of the private sector, recruiting and retention will be 
a problem especially since Black college graduates perceived 
the pay of a junior officer as being only some what adequate 
for people with their qualifications (3.10). With the infla¬ 
tion rate in double figures, pay is a major factor that also 
affect retention as indicated by Table 5.8. 
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3. Advertisement 


There should be more money and staff allocated to the 
advertisement efforts of the Coast Guard. The Ad Campaign 
should stress "telling it like the Coast Guard really is." It 
should reflect Blacks in such jobs as CO's, XO's, Ship drivers, 
RCC controllers, and other operational jobs. It should reflect 
the actual organizational climate that exist in the Coast 
Guard. Advertisement should be done during prime time, not 
from mid-night to 0600. Advertise on those radio and television 
stations that have large Black audiences and let people know 
what to expect in a career. This would cause people to develop 
more accurate perceptions of what the Coast Guard is like and 
as a result bring their expectations and perceptions much 
closer together. The pay off would be that of the people that 
you recruit, most of them will tend to stay. 

Develop a brochure that reflects the actual successful 
career paths of various active duty and retired Black officers. 
Get more prominent Blacks to publically endorse the Coast 
Guard. Use national minority publications as a forum to discuss 
the shortage of Black officers and the organizational climate 
of the Coast Guard and urge more Blacks to consider the Coast 
Guard as a viable employment option. 

4. New Programs 

Encourage top Coast Guard and DOT leaders (not 
recruiter) to participate in 31ack social, political, business. 
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and educational affairs. Such leaders can provide speakers 
for fraternities, sororities, conclaves, conferences, con¬ 
ventions, etc. They can provide editorial comments for Black 
media in which they talk about the organizational climate of 
the Coast Guard and the Coast Guard's historical and future 
relationship with Black Americans. 

Institute some type of "in college" commissioning program. 

It can take the form of tuition assistance (part of full) for 
young Blacks and enlisted personnel. Such a program would 
provide an influx of young Black officers that can be future 
role mentors for other young Blacks. With more people entering 
the officer ranks, this increases the chances that the number 
of Black officers making the Coast Guard a career will increase. 

Develop a community assistance program in conjunction with 
the Red Cross to help Black youths to learn to swim, sail, 
overcome fears of the water, and enjoy the water. Such a pro¬ 
gram can also show the economic benefits related to shipping 
activities via water over other forms of transportation. 

While this may seem to be a public relations ploy, it is not. 

It will provide a valuable service to the community and thus 
contribute to the development of a more positive image of the 
Coast Guard in Black communities. 

Use the pool of present Black officers to formulate a 
program. Hold a one week seminar for all Black officers in 
the Coast Guard to generate ideas and avenues to follow to 
recruit and retain more Black officers. Such a program would 
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be cost effective in that it would address ways to deal with 
specific perceptions and expectations of Black college grad¬ 
uates in order to reduce the gap between perceptions, expecta¬ 
tions, and reality. 

Guarantee job assignments, duty stations, flight training, 
postgraduate school, etc., to Black officers upon entry into 
the Coast Guard. This would eliminate a lot of uncertainty 
and give Blacks greater opportunities to work in their chosen 
career field for which they have spent 4 or more years preparing. 
Thus, Blacks will be more satisfied with the Coast Guard and as 


a result will communicate that greater satisfaction to young 
Blacks who inquire about Coast Guard career opportunities. 

This will tend to bring the perceptions of Blacks about the 
Coast Guard more in line with "reality" and as a result may 
enhance the size of the segment of the people that fall into 
the "high likelihood of being recruited" category. 

5. Fitness Reports 

Fitness reports should reflect the actual job perform¬ 
ance of the individual since people expect to be evaluated on 
how well they do their job. Manditory comments concerning 


"support for EEO" should be changed to reflect more descriptive 


behaviors that people exhibit that shows support for EEO and 
Affirmative Action Programs. Presently, the comments related 
to this subject generally are meaningless and appears to have 
little positive affect on the organizatinal climate. It may, 
in fact, cause many Black officers to feel that it is a 
statement to protect the careers of White officers. 
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6. EEO and Affirmative Action 

Make concerted efforts to eliminate racial, ethnic, 
and sexual prejudice and discrimination through well planned 
human relation seminars. These seminars should be mandatory 
for all officers, especially senior officers who set the tone 
for the racial climate of the Coast Guard. Thus, if it's 
important, then top leaders need to demonstrate it by attend¬ 
ing these seminars themselves, especially since they were the 
most positive of all officers about the state of the EEO and 
Affirmative Action climate of the Coast Guard. 

Other ways to improve the Coast Guard EEO and Affirmative 
Action climate may require the Coast Guard to change some of 
its policies and practices. See Thorne (1979) for a discussion 
of these alternatives. 

In summary the data presented in this study says that the 
Coast Guard has a fairly good organizational climate but it 
has only a few Black officers. Black college graduates and 
students perceive the Coast Guard in a positive light but few 
have entered or will enter the Coast Guard because they expect 
more from their employer than they feel that the Coast Guard 
provide its people. The implication is that there will con¬ 
tinue to be few Black officers in the Coast Guard in the 
future. The above recommendations are some things that this 
author feels will go a long way toward reversing these trends 
and thus have a positive impact on the recruiting and retention 
of Black Coast Guard officers. In order for the Coast Guard 
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to increase the number of quality Black officers, there must 
be a change in the organizational climate and possible policies 
within the Coast Guard. Without such a change, the Coast Guard 
will probably never have significant numbers of none White 
officers. Thus, the choice belong to the Coast Guard. 
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APPENDIX A 


GLOSSARY 

JOB-ORIENTED EMPLOYEE EXPECTATIONS: Life is centered around 
the job as the most important institutional unit. Major 
satisfaction, reward disappointment, frustrations are 
connected to work. Satisfaction or dissatisfaction depends 
upon the presence or absence of intrinsically satisfying 
job experiences. 

NON-JOB ORIENTED EMPLOYEE EXPECTATIONS: Life is centered 

around institutions outside of work. The job is viewed as 
a mens to an end, not an end itself. Work is viewed as an 
instrument with dispassionate detachment. Work provides a 
mean to pursue real life interest. Not emotionally involved 
in work, concerned with extrinsic aspects of work and the 
work place. 

POST-DECISION DISSONANCE THEORY—The theory that employees 
feelings toward their organization become more negative 
(the organization becomes less attractive) during the 
initial period of employment. Developed by Festinger (1957) 
says that when an individual decides by choice to transact 
with one object or situation and to forgo the other 
alternatives that may be available, he/she must begin to 
come to terms with his/her act or to reduce his dissonance. 
In so doing he/she views their chosen alternative more 
positively than before and the unchosen alternatives more 
negative than before. 
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APPENDIX B 


A SURVEY ABOUT COAST GUARD LIFE 
General Instructions 


Some questions ask you to check the box that corresponds to 
the answer that you would like to give. □ 

Some questions ask you to circle that number that corresponds 
to the answer that you would like to give. 1 345 


' Some questions ask you to write the appropriate numbers in 
the boxes provided. 

Example: If your age on your last birthday was 23, record 

it as: 


a 


Erase/remove all stray marks that may cause your answer(s) 
to be misread. 
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A SURVEY ABOUT COAST GUARD LIFE 


PART I: ASSIGNMENTS 


Where are you presently assigned? Enter the number that 
correspond to your answer in the boxes. 


01 ) 

02 ) 

03) 

04) 

05) 

06) 

07) 

08) 

09) 

10 ) 

11 ) 

12 ) 

13) 

14) 

15) 

16) 

17) 

18) 


District 
District 
District 
District 
District 
District 
District 
District 
District 
District 
District 
District 
Headquarters 

Training Center Governor's 
Training Center Cape May 
Training/Supply Center Alameda 
U.S. Coast Guard Academy 
Other Headquarters Unit 


1st 
2nd 
3rd 
5 th 
7 th 
8th 
9 th 
11th 
12th 
13th 
14th 
17th 


□ □ 


Island 


Specify 


What is your present duty station? Enter the numbers that 
correspond to your answer in the boxes. 


01 ) 

02 ) 

03) 

04) 

05) 

06) 

07) 

08) 

09) 

10 ) 

ID 


Icebreaker 
High Endurance Cutter 
Medium Endurance Cutter 
Buoy Tender 

Floating Unit other than above 
Training Command 
Loran Station 

District, Group, Section etc., Office 

Base 

Station 

Shore Unit other than above 


□ □ 


As of today, how many months have you been assigned to 
your present permanent unit, base, or duty station? 
Please include any extensions you may have had. Enter 


the number of months in the boxes. 


nn 








4 . 


5. 


How much longer do you expect to be at your present 
permanent unit, base, or duty station? Enter the 
number of months in the boxes. nn 


If you had a choice of extending your tour at your 

current location, how much longer would you stay 

there? Check One 


Does not apply, I do not have a specified 
tour length . 


I would not extend my current tour . 

Stay less than 12 months . 

Stay 12-23 months beyond my tour . 

Stay 24-35 months beyond my tour . 

Stay 36-47 months beyond my tour . 

Stay 48 months or more beyond my tour . 

6. Before you moved to your current location, how many 
different location choices did your submit, either 
via telephone or officer assignment data card to 
your detailer? 


None 


1 




3 . 

4 . 

5 or more .... . 

7. When you moved to your current location, which 
location choice did you actually receive ? 

I was not assigned to any location of my choice. . . 

1st choice . 

2nd choice . 


3rd choice 
4th choice 
5th choice 
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Check one 


8. In all the time you have been on active duty, how 
many permanent change of station (PCS) moves have 
you had? 

0. 

1 . 

2. 

3 . 

4 . 

5 .. 

6 . 

7 . 

8 . 

9 . 

10 or more . 



9. When you moved to your current location, about how much 
money did you spend on moving expenses FOR WHICH YOU DID 
NOT OR WILL NOT GET REIMBURSED? Include unreimbursed 
expenses for you and/or your dependents such as: travel 
expenses; cost of temporary housing; cost of replacing 
items that were damaged or could not be moved; and other 
expenses for moving and setting up a new residence. 
PLEASE GIVE YOUR BEST ESTIMATE. If the answer is none, 
enter all ZEROS. 


UNREIMBURSED MOVING 
EXPENSES (in dollars) 
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10. Think about your PCS move to your present permanent unit, 
base, or duty station. For each item below, indicate if 


it was a serious problem. 

somewhat of 

a problem 

i, a slight 

problem, or not a problem. 

DOES 

NOT 

Circle one. 

A SOMEWHAT 

SERIOUS OF A 

A 

SLIGHT 

NOT A 


APPLY 

PROBLEM 

PROBLEM 

PROBLEM 

PROBLEM 

Adjusting to a higher 
cost of living 

0 

1 

2 

3 

4 

Moving and setting up 
a new household 

0 

1 

2 

3 

4 

Paying for unreimbursed 
moving expenses 

0 

1 

2 

3 

4 

Finding off-duty 
employment for 
yourself 

0 

1 

2 

3 * 

4 

Finding civilian 

employment for your 
spouse or dependents 

0 

1 

2 

3 

4 

Continuing your 
education 

0 

1 

2 

3 

4 

Finding permanent 
housing 

0 

1 

2 

3 

4 

Finding shopping 
areas 

0 

1 

2 

3 

4 

Children adjusting to 
new environment 

0 

1 

2 

3 

4 

Spouse adjusting to 
new environment 

0 

1 

2 

3 

4 

Adjusting yourself to 
new environment 

0 

1 

2 

3 

4 

Finding recreational 
facilities 

0 

1 

2 

3 

4 

Finding suitable 
on-base 
entertainment 

0 

1 

2 

3 

4 

Finding suitable off- 
base entertainment 

0 

1 

2 

3 

4 
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Questions 11 through 62 should be answered by writing the number 
which corresponds to your desired answer in the space provided 
as illustrated in this example: 


3 

If you feel "to some extent," then write ”3" in the box. 


1 

2 

3 

4 

5 

To A 

Very Little 
Extent 

To A 
Little 
Extent 

To 

Some 

Extent 

To A 

Great 

Extent 

To A 

Very Great 
Extent 


11. To what extent does your assigned work give you pride and 
feelings of self worth? 

12. To what extent do you regard your duties in this organiza¬ 
tion as helping your career? 

13. To what extent did this organization provide you and/or 
your family adequate information and assistance to get 
settled quickly and comfortably in the area? 

14. To what extent are newly reported personnel quickly 
integrated into the activities of this organization? 

15. To what extent is your organization effective in getting 
you to meet its needs and contribute to its effectiveness? 

16. To what extent does your organization do a good job of 
meeting your needs as an individual? 


g: to wnat extent aoes your supervisor encourage tne 

members of your work group to give their best efforts? 


PART II: COMMAND ORGANIZATIONAL CLIMATE DIMENSION. Refers to 
conditions, policies, and procedures within which a work group 
operates. These conditions and policies are created for a 
work group by other groups, especially by those groups above it 
in the command hierarchy. Climate conditions set bounds on 
what does and what does not go on within any work group. Aspects 
of climate, as listed below, can help or hinder groups, or do 
both at the same time. The term work group refers to a Branch, 
Division, or Department. 

17. To what extent is the amount of information you get from I j 
other work groups adequate to meet your job requirements? I j 
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1 


2 


3 


4 


5 


To A 

Very Little 
Extent 


To A 
Little 
Extent 


To 

Some 

Extent 


To A 

Great 

Extent 


To A 

Very Great 
Extent 


18. To what extent does this organization do a good job of 
putting out the word to you? 

19. To what extent is the chain of command (those above you) 
receptive to your ideas and suggestions? 

20. To what extent are decisions made in this organization at 
those levels where the most adequate information is 
available? 

21. To what extent is information widely shared in this 
organization so that those who make the decisions have 
access to available know-how? 

22. When decisions are being made, to what extent are the 
people affected asked for their ideas? 

23. To what extent do you feel motivated to contribute your 
best efforts to the organization's mission and tasks? 

24. To what extent are there things about this organization 
(people, policies, or conditions) that encourage you 
to work hard? 

25. To what extent do people who work hard receive recog¬ 
nition from the organization? 

26. To what extent does this organization have a real interes 
in the welfare and morale of its personnel? 

27. To what extent are work activities sensibily organized in 
this organization? 

28. To what extent does this organization have clearcut, 
reasonable goals and objectives that contribute to 
its mission? 

29. To what extent is the workload and time available taken 
into consideration in planning your work group 
assignments? 

30. To what extent are people at higher levels of the 
organization made aware of the problems at your level? 
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1 

2 

3 

4 

5 

To A 

Very Little 
Extent 

To A 
Little 
Extent 

To 

Some 

Extent 

To A 

Great 

Extent 

To A 

Very Great 
Extent 


31. To what extent does your latest performance evaluation 
reflect your actual job evaluation? 

32. To what extent is discipline administered fairly 
throughout this organization? 

33. To what extent are work assignments in this organization 
fairly made? 

34. To what extent do people in this organization discourage 
favoritism? 

35. When you need help, to what extent can you easily find 
the proper person who can help you? 

36. To what extent do you not have to go through a lot of 
"red tape" to get things done? 

37. To what extent do you understand the reasons for the 
long-standing rules and regulations of this organization? 


PART III: SUPERVISORY LEADERSHIP DIMENSION. These questions 

ask you about the behavior of your supervisor toward subordin 

38. How friendly and easy to approach is your supervisor? 

39. To what extent does your supervisor pay attention to 
what you say? 

40. To what extent is your supervisor willing to listen to 
your problems? 

41. When things are not going as well as your supervisor 
expects, to what extent is it easy to tell him/her? 

42. To what extent does your supervisor try to work out 
conflicts within your work group? 

43. To what extent does your supervisor encourage the members 
of your work group to exchange opinions and ideas? 
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r 


1 

2 

3 

4 

5 

To A 

Very Little 
Extent 

To A 
Little 
Extent 

To 

Some 

Extent 

To A 

Great 

Extent 

To A 

Very Great 
Extent 


44. To what extent does your supervisor encourage the 
members of your work group to work as a team? 

45. To what extent does your supervisor stress a team goal? 

46. To what extent does your supervisor encourage the 
members of your group to give their best efforts? 

47. To what extent does your supervisor expect high standards 
of performance from the members of your work group? 

48. To what extent does your supervisor help you to 
improve your performance? 

49. To what extent does your supervisor offer you ideas 
to help solve job-related problems? 

50. To what extent does your supervisor help you plan, 
organize, and schedule your work ahead of time? 

51. To what extent is this organization adequately 
training you to perform your assigned task? 

52. To what extent is this organization training you 
to accept increased leadership responsibility? 

53. To what extent is this organization training you 
to accept increased technical responsibility? 

54. To what extent do you feel free to report discrimination 
in this organization through proper channels? 

55. To what extent does this organization ensure that you 
have equal opportunity for advancement in rank/grade? 

56. To what extent does this organization ensure that you 
have equal opportunity for job assignments? 

57. To what extent are you familiar with this organization's 
grievance and redress procedure? 

58. To what extent is your chain of command (those above you) 
willing to take action on known or alleged discrimination 
issues? 
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1 

2 

3 

4 

5 

TO A 

To A 

To 

To A 

To A 

Very Little 

Little 

Some 

Great 

Very Great 

Extent 

Extent 

Extent 

Extent 

Extent 


59. To what extent are you familiar with this organization’s 
Affirmative Action Plan (AA.P) ? 

60. To what extent are you familiar with Equal Employment 
Opportunity Programs (EEOP) of this organization? 

61. To what extent are role models important for Coast 
Guard Officers? 

62. To what extent is it important for Coast Guard Officers 
to have mentors? (Mentor refers to a trusted counselor 
to advise you on matters of importance to you). 

63. Do you have a mentor? (Check one) yes □ no 

If so, please give their name, rank, and position. 


64. What is the maximum pay grade you hope to achieve before 
you finally leave the Coast Guard. Circle one. 


W1 

W2 

W3 

W4 




01 

02 

03 

04 

05 

06 

07 and above 


65. What pay grade do you expect to achieve before you finally 
leave the Coast Guard? Circle one. 


W1 

W2 

W3 

W4 




01 

02 

03 

04 

05 

06 

07 and above 


66. About how many of the people in your primary work unit! 

(branch, department, division, etc.) are members of 1 1_ 

racial or ethnic minority groups? Enter number in the boxes. 


67. About how many of the people in your 
of racial or ethnic minority groups? 
boxes. 


command are members 
Enter number 


HBa 
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Answer Questions 68 through 73 using the scale below. 


1 

2 

3 

4 

5 

Very 

Dis¬ 

satisfied 

Somewhat 

Dis¬ 

satisfied 

Neither 

Satisfied 

or 

Dis¬ 

satisfied 

Fairly 

Satisfied 

Very 

Satisfied 


68. All in all, how satisfied are you with the people 
in your work group? 

69. All in all, how satisfied are you with your supervisor? 

70. All in all, how satisfied are you with this organization 

71. All in all, how satisfied are you with your job? 

72. All in all, how satisfied do you feel with the progress 

you have made in the Coast Guard up to now? 

73. How satisfied do you feel with your chances for getting 
ahead in the Coast Guard in the future? 

PART IV: INDIVIDUAL CHARACTERISTICS 

74. Are you male or female? Check one. Male . 

Female . . . . 

75. How old were you on your last birthday? 

(Write your age in these boxes) 

76. What do you consider to be your main racial or 
ethnic group? Check one. 

Afro American/Black/Negro . 

American Indian/Alaskan Native . 

Hispanic/Puerto Rican/Mexican/Cuban/ 

Latin/Chicano/Other Spanish . 

Oriental/Asian/Chinese/Japanese/ 

Korean/Filipino/Pacific Islander .... 

White/Caucasian . 

Other 

Specify 
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77. What is your marital status NOW? Check one. 


Married . 

Widowed . 

Divorced . 

Separated . 

Single, never married 


78. What was your family's TOTAL INCOME, before taxes and 
other deductions, for all of 1979. Include you and 
your spouse’s military and civilain wages and salaries, 
interest and dividends, pensions, social security or 
retirement benefits, unemployment compensation, alimony, 
child support, and any other sources of income. 

Check one. 



0 

- 14, 

999 . 

15 

,000 

- 19, 

999 . 

20 

,000 

- 24, 

999 . 

25 

,000 

- 29, 

999 . 

30 

,000 

- 34, 

999 . 

35 

,000 

and above 
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79. 


AS OF TODAY, what is the highest educational level that you 
have completed? DO NOT INCLUDE DEGREES FROM TECHNICAL, 
TRADE, OR VOCATIONAL SCHOOLS. Check One. 


No Degree or Diploma . 

GED Certificate . 

High School Diploma . 

Associate/Junior College Degree 
Some Bachelor's training, no degree 

Bachelor's Degree (BA/BS). 

Some Master's training, no degree 

Master's Degree . 

Some Doctoral training, no degree 
Doctqral Degree (PhD/MD/LLD) . . . 
Other Degree not listed above . . 

Please specify _ 



80 . 


81. 


If you have graduate training (beyond BS/BA), was it 
Coast Guard sponsored? 


Not applicable 
Yes. 


NO 



What is the highest grade or year of regular school or 
college that your spouse has completed and gotten credit 
for? If you have no spouse, omit this question. 
Otherwise, circle one. 


HIGH SCHOOL GRADES: 9th 10th 11th 12th (include 

GED) 


COLLEGE-YEARS OF CREDIT: 123456 


7 8 or more 
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82. 


How many people do you support. Do not include yourself. 
(Support means that you provide over half the cost of items 
required for their well being. Such items may include 
food, shelter, clothing, medical and dental care, eduation 
etc.) 

None . . . 

1 .... 

2 .... 

3 .... 

4 .... 

5 .... 

6 .... 

7 .... 

8 .... 

9 .... 

10 or more 


83. What is your present 

pay 

grade. 

Circle 

one. 



WARRANT GRADES: 

W1 

W2 

W3 

W4 



OFFICER GRADES: 

01 

02 

03 

04 05 

06 

07 


and 


above 


84. What is your primary occupational field or warrant s pecialt y? 
Enter Appropriate number in the boxes below. f j I 


Officers 


Warrant Officers 


01) Personnel 

02) Management 

03) Comptrollership 

04) Merchant Marine Safety 

05) Engineering 

06) Aviation 

07) Operations 

08) Reserve 

09) Legal 

10) Other 

Specify 


11) Boatswain 

12) Weapons 

13) Communications 

14) Electronics 

15) Naval Engineering 

16) Aviation Engineering 

17) Material Maintenance 

18) Personnel Administration 

19) Public Administration 

20) Public Information 

21) Finance and Supply 

22) Medical Administration 
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85. Through which of the following officer procurement programs 
did you obtain your commission/warrant? Check one. 

Academy Graduate . 

Officer Candidate School or 

Officer Training School . . . 

Aviation Officer Candidate or 
Aviation Cadet . 

Warrant Officer Program .... 

Direct Appointment from Civilian 
Status . 


Other 


Specify 


86 . 


To the nearest month and year, how long have you been on 
active duty? If you have had a break in service, count 
current time and time in previous tours. Count time 
spent as prior enlisted personnel. Do not count time 
spent at the Coast Guard Academy as a cadet. 


Years 

and 



87. 


Months 



How many years of obligated service do you have remainin 
on your present obligation? Check one. 


Does not apply, I do not have a service obligation . . 


Less than 1 year 


At least 1 year but less than 2 years 

At least 2 years but less than 3 years 

At least 3 years but less than 4 years 

At least 4 years but less than 5 years 

5 years or more . 
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DEPARTMENT OF TRANSPORTATION 
UNITED STATES COAST GUARD 


SMC # 2017 

Naval Postgraduate School 
Monterey, CA 93940 


From: Lt. Percy 0. Norwood, Jr., 427-86-2502, USCGR 
To: Fellow Coast Guard Officers 

Subj: A Survey About Coast Guard Life 

1. As a student at the Naval Postgraduate School, Monterey, California, I 
have chosen for my thesis topic "A Comparison of Coast Guard Life with the 
Job/Career Expectations of Black College Graduates and Their Perceptions of 
Coast Guard Life." In order to do this study, I need your input. 

2. Tour responses will be kept anonymous. However, the results of this sur- 
very will be shared with the offices of Military Personnel, Civil Rights, 
Advertisement and other interested offices with the hope that it will con¬ 
tribute to the Coast Guard's efforts to increase the number of Black officers 
on active duty. 

3. I would be most appreciative if you would take a few minutes to complete 
this questionnaire; and, return it to me within two weeks of receipt. A 
postage-free, self-aodressed envelope is enclosed for your convenience. 


Thank you for your cooperation. 


^ ^ SI 

(V / / 

PERCY fi. NORWOOD, ( JR. 


Enclosures: 1. Questionnaire 
2. Envelope 


Its • *w w« 

can ilww *ith 




APPENDIX C 


Interview questions for former Coast Guard Officers 

1. Why did you get out of the Coast Guard? 

2. what are you doing now (Employment wise)? 

3. Were you married at the time you left the Coast Guard? 

4. How much of an impact did your spouse have on your 
decision to get out of the Coast Guard? 

5. How many Black officers were assigned to your command? 

6. Have you considered returning to active duty for an 
extended period of time? 

7. What do you think the Coast Guard can do to get more 
Black officers? 
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APPENDIX D 


A Questionnaire About Job/Career Expectations of Black College 
Graduates and Their Perceptions about the Coast Guard 


General Instructions 


lett CU 

Ef 


Some questions ask you to check the box that corresponds 
to the answer that you would like to give 
Some questions ask you to write your answer in the space 

provided. _ 

Erase/remove all stray marks that may cause your answer(s) 
to be misread. 


139 


PERCEPTIONS OF BLACK COLLEGE GRADUATES ABOUT THE COAST GUARD 


Using the scale below, indicate to what extent you think these 
statements are characteristic of the Coast Guard. 


1 

2 

3 

4 

5 

To A 

Very Little 
Extent 

To A 
Little 
Extent 

To 

Some 

Extent 

To A 

Great 

Extent 

To A 

Very Great 
Extent 


1. The Coast Guard assigns people to interesting and 
self-rewarding jobs. 

2. The Coast Guard adequately trains people to do their jobs. 

3. The Coast Guard provides you with ample opportunities to 
work in a well integrated work environment. 

4. The Coast Guard normally assigns people to responsible 
leadership positions early in their career. 

5. The Coast Guard provides you/your family with adequate 
assistance to get settled quickly and comfortably in 
new locations. 

6. The Coast Guard has superiors/supervisors that are easy 
and friendly for subordinates to talk with. 

7. The Coast Guard has superiors/supervisors that are open 
minded and receptive to ideas of subordinates. 

3. The Coast Guard resolves conflicts fairly, without regard 
to race, color, sex, religion, or national origin. 

9. The Coast Guard gives recognition to deserving persons. 

10. In the Coast Guard, people are evaluated on how well 
they perform their jobs. 

11. In the Coast Guard, people are encouraged to work as a 
team and to share information. 

12. In the Coast Guard, superiors/supervisors provide you 
with feedback to help you improve your performance. 
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1 

2 

3 

. 

4 

5 

To A 

Very Little 
Extent 

To A 
Little 
Extent 

To 

Some 

Extent 

To A 

Great 

Extent 

To A 

Very Great 
Extent 


13. The Coast Guard has an adequate number of role models 
for you to emulate. 

14. In the Coast Guard, the pay of a junior officer is 
adequate for a person of your qualifications. 

15. The Coast Guard offers excellent chances/opportunities 
for promotions/advancements. 

Questions 16 thru 32 ask you about your Job/Career Expectations. 

16. To what extent do you expect to be quickly integrated 
into the activities of the organization? 

17. To what extent do you expect the organization to provide 
you and/or your family with adequate information and 
assistance to get settled quickly and comfortably in 

a new location? 

18. To what extent do you expect your superiors to be 
receptive to your ideas and suggestions? 

19. When decisions are being made that affect you, to what 
extent do you expect to be consulted? 

20. To what extent do you expect to receive recognition from 
the organization for quality work? 

21. To what extent do you expect your performance evaluation 
to reflect your actual job performance? 

22. To what extent do you expect people in the organization 
to share information so that those who make the decisions 
have access to as much information as possible. 

23. To what extent do you expect people in the organization 
to discourage favoritism? 

24. To what extent do you expect to have to deal with long¬ 
standing rules and regulations in an organization? 

25. To what extent do you expect your supervisor to listen 
to your problems? 
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1 

2 

3 

4 

5 

To A 

To A 

To 

To A 

To A 

Very Little 

Little 

Some 

Great 

Very Great 

Extent 

Extent 

Extent 

Extent 

Extent 


26. To what extent do you expect your supervisor to assist 
you in working out conflicts that occur within your 
work group? 


27. To what extent do you expect your supervisor to encourage 
and stress team work? 

28. To what extent do you expect your supervisor to be 
friendly and easy to approach? 

29. To what extent do you expect your supervisor to help 
you to improve your performance? 


30. To what extent do you expect the organization to 
adequately train you to do your job? 

31. To what extent do you expect the organization to ensure 
that you have an equal opportunity for job assignments 
and advancements? 

32. To what extent are role models important to you? 

33. It is important for you to have a mentor? Check one: yes 


no 


34. Do you have a mentor? (If so, give their name and 

position) yes 


no 


35. When you finally leave the organization, what position do 
you expect to hold at that time? 
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NAVAL POSTGRADUATE SCHOOL 
Monterey, CA 93940 


Dr. J. R. Doe 

Vice President for Academic Affairs 
Sample University 
Sample, CA 

Dear Dr. Doe: 

I am a U. S. Coast Guard Officer attending the Naval Postgraduate 
School, Monterey, California. Since the Coast Guard is constantly 
looking for ways to increase minority representation in its officer 
ranks, I am conducting a study to aid these efforts. In this study, I 
am comparing the organizational climate of the Coast Guard with the 
job/career expectations of Black college seniors and their perceptions 
about the Coast Guard. 

This study is done under the auspicies of the Naval Postgraduate 
School with the support of the U. S. Coast Guard. It is ny hope that 
the results of this study will be a useful tool to assist the Coast 
Guard, as an organization, in redirecting and refining its minority 
recruiting efforts in a direction that would lead to achieving its 
goal. 

Respectfully, I request permission to conduct interviews and a 
survey on your campus on 29 September 1980. Your assistance in making 
available: (1) a meeting roan; (2) at least ten seniors (male and/or 
female) to participate in an approximate fifteen minute interview? and 
(3) at least thirty seniors to complete the enclosed survey instrument 
will be greatly appreciated. 

Sample University was chosen as a source to obtain this information 
because of: (1) its reputation for academic excellence; (2) its pre¬ 
dominately Black student body; (3) its location in a major metropolitian 
city in the south; (4) the wide variety of academic programs offered; and 
(5) because it has provided quality officers and enlisted persons for 
the U. S. Coast Guard and the Armed Services, 

The indentity of Sample University and the students who participate 
in the study will be kept confidential. 

If you need further information, please contact me at the above 
address or (408) 372-3601. I look forward to seeing you and matters 
of the Sample University student body on 29 September 1980. 

Sincerely, 


Percy 0. Norwood, Jr. 
Lieutenant, U. S. Coast Guard 

Enclosure: Survey Instrument 
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APPENDIX E 


INTERVIEW QUESTIONS FOR BLACK COLLEGE STUDENTS/GRADUATES 

(1) Have you ever considered becoming an officer in the Coast 

Guard as a source of employment/career? 

(2) What are some of the reasons that you have or have not 

considered the Coast Guard as a viable source of employ¬ 
ment? 

(3) What are some of the other agencies that you are considering 

as a source of employment/career? 

(4) What are some of the reasons why you are considering these 

agencies? 
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SEX 


Number 


Male 

61 

Female 

120 

Not Listed 

6 


CLASSIFICATION 


Graduate Students 

8 

Seniors 

155 

Juniors 

24 
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APPENDIX G 



JUAST 

GUARD 

OFFICER SAMPLE 

PROFILE 


Pay Grade 

Number of 
questionnaires 
mailed out 

No. returned 
w/o being 
delivered 

Number Ef fe rtive 
returned return 
completed rate 

W1-W4 

19 


0 

12 

63.2 

01 

59 


6 

22 

39.6 

02 

"■* -*» 

. / 


3 

52 

70.3 

0 3 

36 


4 

72 

87.8 

04 

51 


3 

32 

66.7 

•05 

3C 


1 

26 

89.7 

36 

13 


1 

14 

82.4 

r > up 



0 

1 

100 

TOTALS 

3*41 


18 

231 


tdmmissiqn 

SOURCE: 

XS 

-5 

DIRECT WARRANT 

USCGA COMMISSIONED PROCRAM 

120 8 12 

OTHERS 

16 


SEX : MALE FEMALE 

224 

MAPITAL STATUS: MARRIED 'WIDOWED DIVORCED SEPARATED SINGLE fTHER 

176 3 8 3 35 6 


L4 - 


1 



E. PRIMARY OCCUPATION OR SPECIALITY 


Personnel 10 
Management 10 
Canptrollership 4 
Marine Safety 55 
Engineering 27 
Aviation 19 


Operations 61 

Reserve 5 

Legal 9 

Other 18 

Warrants 12 


Missing or not listed 2 


F. GRADUATE TRAINING OF PARTICIPANTS 


No graduate training 108 
Coast Guard Sponsored 71 
Not Coast Guard Sponsored 41 
Missing or not listed 11 


G. RACE 

Blacks 57 
Hispanics 1 
Asian-American 1 
Caucasian 167 
Other 5 
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APPENDIX H 


Format For the Computation of Mean Values For All Dimensions 


CONFUTE 

oo repeat 

i f 

ENG REPEAl 

“CT I VA TN = I C 11 * r .L2 »0l i*Ul '•♦CIS«C IN *02 a ♦ J 24 *02*3 ♦ 2.36 1 / 10 
xC = C 1 1 , 7lci21 1 .4l‘,.i..3,wl0.w22t224. > «29t926/ 

(At Eg PI “Cl I » A T.\='i 
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1 F 

tNL REPEAT 

CC IC = ( C 17 ♦ 21 9 »0T° *”020 »>,'2 t«C22«C301/7 

AC-017 iO 1 c .C 19 • .c J • .'2 I ..'2 ,0 3C / 

(xt to pi ccrrcn ic = j 

CONFUTE 

OC REPEAl 

IF 

ENO REPEAT 
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1 F 
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ip 

ENl. KtPcA T 
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IP 
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CO REPEAT 
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CCNfCTE 

CC HcPEAT 
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APPENDIX I 


STUDENT T-7EST FCP. SLACK OFFICERS VS WHITE OFFICERS ALONG TEE QUESTIONS 
COMPOSING THE MOTIVATION DIMENSION 

No. of Standard 2-T 

Cases Mean Deviation Prerat 

To what extent does your assigned work give you 
pride and feelings of self worth? 

Slack Officers 57 

White Officers 165 

To what extent do you regard ycur duties in this 
organisation as helping ycur career? 

Black Officers 57 3.33 1.2C 

White Officers 16a 3.50 1,2; 



To what extent did this organization provide you 
and/or your fa-tily acecuate inforraticn and 
assistance to get settled quickly.and co/tfortably 
in the area? 

Slack Officers 57 2.51 1.26 

White Officers 16 h 2.37 1.22 

To what extent are r.ewly reported personnel 
quickly integrated into the activities of this 
organization? 

31ack Officers 
'White Officers 



To wr.at extent is ycur organization effective in 
getting you to r.eet its needs and contribute to its 
effectiveness? 

31ack Officers 57 

White Officers 16u 

To what extent does ycur organization do a good 
Job of meeting your needs as an individual? 

Slack Officers 57 

White Officers 165 

To what extent io ynu feel motivated to contri¬ 
bute your best efforts to the organization's 
si scion and tasks? 

31ack Officers 56 

White Officers 16L 

To what extent are there things about this 
organization (people, policies, cr conditions) 
that encourage you to work hard? 

31ack Officers 55 

White Officers 163 

To what extent do people who work hard receive 
recognition froc the organization? 

Slack Officers 56 

White Officers 164. 

To wha- extent does his organization save a real 
interest m tr.e welfare and -oroie of its personnel? 

Black Officers 57 

White Officers 161 


3.1.2 .98 

3.53 


2.PI 1.C2 

2.93 1.12 


3.PC 1.21 

3.90 .02 


3.22 1.1" 

3.-3 1.C5 


3.21 1.17 

2.87 1.G8 


3.18 

3.2C 


• U 


6 


.ZL 


.05 


.e8 
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APPENDIX J 


STUDENT 7-TEST FOR SUCK OFFICERS VS WHITE OFFICERS ALONG THE QUESTIONS 
COMPOSING THE COMMUNICATION DIMENSION 



No. of 
Cases 

Mean 

Standard 

Deviation 

2-Tai! 

Frobafcil: 

To what, extent is the amount of information you 
get from other woric groups adequate to meet 
your job requirements! 

Slack Officers 

57 

3-07 

.88 

.53 

White Officers 

163 

3.16 

1.02 


To what extent does this organization do a 
good job of putting out the word to you! 

Black Officers 

57 

3.23 

1.02 

.71 

White Officers 

164 

3.17 

.9a 

To what extent is the chain of command (those 
above you) receptive to your ideas and 
suggestions! 

Black Officers 

56 

3.a6 

.91 

.27 

White Officers 

16a 

3.62 

.92 

To what extent are decisions made in this 
organization at tnose levels where the rest 
adequate information is available! 

Black Officers 

57 

3.28 

.98 

.37 

White Officers 

16a 

3. al 

.96 

To what extent is information widely shared in 
thi3 organization so that those wno make tne 
decisions have access to available know-now! 

Black Officers 

57 

3.32 

1.00 

VO 

White Officers 

163 

3.a6 

.87 

• j " 

When decisions are being made, to what extent are 
the people affected asked for thier ideas! 

Black Officers 

56 

2.96 

1.14 

.21 

White Officers 

i6a 

3.18 

i.ea 

To what extent are people at higher levels of the 
organization made aware of the problems at your 
level! 

Black Officers 

56 

3.59 

.93 

.10 

White Officers 

16a 

3.35 

.99 
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APPENDIX K 


STUDENT T-TEST FOR BUCK OFFICERS VS WHITE OFFICERS ALONG THE QUESTIONS 
COMPOSING TriE GOAL EMPHASIS DIMENSION 


To what extent are work activities sensibily 
organized in this organization? 

Black Officers 
White Officers 

To what extent does this organization have 
clearcut, reasonable goals and objectives 
that contribute to its mission? 

Black Officers 
White Officers 

To wnat extent is the workload and time 
available taken into consideration in planning 
your work group assignments? 

Black Officers 
White Officers 


NOt of Standard 2-T 

Cases Mean Deviation Pro 


50 2.89 1.C2 

160 3.23 .90 


57 3.14 1.08 

164 3.41 1.00 


.90 


54 

164 


3.11 

3.13 


1.14 

1.C8 





APPENDIX L 


STUDENT T-TEST FOR BUCK OFFICERS VS WHITE OFFICERS ALONG THE QUESTIONS 
COMPOSING THE EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION 

DIMENSION 


No. of Standard 



Cases 

Mean 

Deviation 

To what extent do you feel free to report dis¬ 
crimination in this organization through proper 
channels? 




Black Officers 

57 

3.63 

1.41 

White Officers 

163 

4.00 

1.C7 

To what extent does this organization ensure chat 
you nave equal opportunity for advancement in 
rank/grade? 




Black Officers 

56 

3.54 

1.16 

White Officers 

164 

4.01 

.90 

To what extent does this organization ensure 
that you nave equal opportunity for job 
assignment? 




Black Officers 

56 

3.27 

1.29 

White Officers 

164 

3.69 

1.12 

To what extent are you familiar witn this organi¬ 
zation grievance and redress procedure? 




Black Officers 

57 

3.65 

1.16 

White Officers 

164 

3.54 

1.21 

To what extent is your chain of command (those 
aoove you) willing to take action on known or 




alleged discrimination issues? 




Black Officers 

54 

3.52 

1.11 

White Officers 

157 

3.92 

.94 

To what extent are you familiar with this 
organization^ Affirmative Action Plan (AAP)? 




Black Officers 

55 

3.07 

1.27 

White Officers 

164 

3.18 

1.32 

To what extent are you familiar with Equal 
Employment Opportunity Programs (EEOP) of this 




organization? 




Black Officers 

57 

3.46 

1.21 

White Officers 

163 

3.23 

1.24 



.03 


.56 


.02 


.58 


.22 
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APPENDIX M 


STUDENT T-TEST FOR BUCK OFFICERS VS WHITE OFFICERS ALONG THE QUESTIONS COMPOSING 
THE FAIR AND EQUITABLE TREATMENT DIMENSION 



No. of 
Cases 

Mean 

Standard 

Deviation 

2-Tail 

Probability 

To what extent do people wno work hard receive 
recognition from the organization? 

Black Officers 

56 

3.21 

1.17 

.05 

White Officers 

166 

2.87 

1.08 

To what extent does your latest performance 
evaluation reflect your actual Job evalu- 
ation? 

Black Officers 

56 

3.33 

1.26 

.10 

White Officers 

161 

3.65 

1.03 

To wnat extent is discipline adminstered fairly 
throughout this organization? 

Slack Officers 

56 

3.39 

1.22 

.17 

White Officers 

163 

3.66 

1.03 


To wnat extent are work assignments in this 
organization fairly made? 

Black Officers 

56 

3.30 

1.06 

.16 

White Officers 

162 

3.53 

.96 


To what extent do people in this organization 
discourage favoritism? 

Black Officers 

56 

2.96 

1.28 

.05 

White Officers 

162 

3.33 

1.02 
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APPENDIX N 


STUDENT T-TEST FOR BUCK OFFICERS VS WHITS OFFICERS ALONG THE QUESTIONS CCKPOSIKCf 
THE SUREAUCFACI AND RED TAPE DIMENSION 



No. of 
Cases 

Mean 

Standard 

Deviation 

2 -Tail 
Prcraoilitv 

When you need help, to wnat extent can you easily 
find the proper person wr.o can help you? 

Black Officers 

56 

3.39 

1.23 

■ Ok 

'White Officers 

16a 

3.7? 

.87 

To what extent do you not have to go through 
a lot of "red tape" to get things done? 

Black Officers 

56 

3.05 

1 .1k 

.92 

White Officers 

165 

3.0a 

1.07 

To what extent do you understand the reasons 
for tne long-standing rules ana regulations 
of this organization? 

Black Officers 

56 

3.5k 

1.16 

.21 

White Officers 

165 

3.75 

.92 
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APPENDIX 0 


S1UDENT T-TEST FOR BUCK OFFICERS VS WHITE OFFICERS ALONG IKE CUES IT CNF. COMPOSING 
IKE IMPORTANCE OF ROLE MODELS AND MENTORS DIMENSION 



No. of 
Cases 

Mean 

Standard 

Devia-ion 

2-Tail 
Frctabii i . v 

To wna: extent, are role models important for 
Coast Guard Officers? 

Black Officers 

56 

4.02 

l.Cu 

.00 

White Officers 

166 

3.49 

1.13 

To what extent is it important for Coast 

Guard Officers to have mentors? (Mentor 
refers to a trusted counselor to advise 
you on matters of importance to you.) 

Black Officers 

56 

4.02 

1.09 

.00 

White Officers 

16o 

3.45 

1.19 
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APPENDIX P 


STUDENTS T-TEST FOR SUCK OFFICERS VS WHITE OFFICERS ALONG THE QUESTIONS 
THE CAREER ASPIRATION DIMENSION 



No. of 
Cases 

Mean 

Standard 

Deviation 

What, is the maximm pay grade you hope to achieve 
before you finally leave the Coast Guard. 

Black Officers 

67 

5.91 

2.98 

White Officers 

167 

5.49 

1.47 

What pay erade do you exrect to achieve before 
you finally leave tne Coast Guard? 

81ack Officers 

66 

6.04 

3.59 

White Officers 

167 

5.32 

2.11 


COMPOSING 

2-Thil 

Profcabili 

.31 

.16 
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APPENDIX Q 


STUDENT T-TSST FOR BUCK OFFICERS VS WHITE OFFICERS ALONG THE 
QUESTIONS COMPOSING THE SATISFACTION DIMENSION 


All in all, how 

satisfied 

are 

you 

with 

the people 

in your work group? 





Black 

Officers 





White 

Officers 





All in all, how 
supervisor? 

satisfied 

are 

you 

with 

your 

Black 

Officers 





White 

Officers 





All in all, how 
organisation? 

satisfied 

are 

you 

with 

this 

Slack 

Officers 





White 

Officers 





All in all, how 

satisfied 

are 

you 

with your ;ob? 

Black 

Officers 





White 

Officers 






No. of 
Cases 

Me^n 

Standard 

Deviation 

55 

4. CO 

.94 

167 

4.15 

.91 

56 

3.93 

1.13 

16b 

3.96 

1.18 

56 

3.45 

1.14 

167 

3.74 

1.15 

57 

3.68 

1.21 

167 

3.92 

1.18 


2-Tail 

Probability 


.31 


,84 


.10 


.20 


All in all, flow satisfied do you feel with the 
progress you have ciade in the Coast Guard up to 
now? 


Black Officers 

57 

3.88 

1.23 

White Officers 

167 

4.37 

.79 


How satisfied do you feel with your chances for 
getting ahead in the Coast Guard in the future? 


Black Officers 

57 

3.47 

1.28 

White Officers 

165 

3.82 

1.15 


.Cl 


.07 


APPENDIX R 


STUDENT T-TEST FOR PUCK 'FFTCETC VC .ffllTE CFPTCEHT ALCNG THE 'AJESTICSS 

co.roci!:': the rfiocattcn oiria-ica 




j 


I 

I 

j 


1C. Think about yen »r PCS move .o your tre^r.t permanent unit, tase, or rsu - ./ station. Per 
each item beiew, indicate if it was a _^r;cuo irotl*-"” . tomewna- of a ; roe let . a sJUrnt 
crofclarn. or no- a treble s. 


No. of Standard 2-Tail 

Cases Mean Ceviv on Prcfcaoi]; ty 


A. Adjusting to higher cost of living 



Black Officers 

57 

2.51 

1.3C 


White Officers 

167 

2.16 

1.38 

B. 

Moving and setting up a new household 

Black Officers 

57 

2.42 

1.3 9 


White Officers 

167 

2.17 

1.07 

C. 

Paying for unreimfcursed moving expenses 

Black Officers 

57 

2.72 

1.19 


White Officers 

167 

2.31 

1.29 

D. 

Finding off-dut 7 employment * 0r yourself 

Black Officers 

57 

1.1* 

1.73 


White Officers 

167 

1.C5 

1.73 

E. 

Finding civilian employment for your spouse/ 
dependents 

Black Officers 

57 

1.26 

1.54 


White Officers 

166 

1.34 

1.56 

?. 

Continuing ycur education 

Black Officers 

57 

2.19 

1.53 


White Officers 

166 

1.73 

1.78 

C. 

Finding permanent housing 

Black Officers 

56 

2.41 

1.42 


White Officers 

167 

2.55 

1.31 

H. 

Finding shopping areas 

31ack Officers 

56 

3.32 

1.30 


White Officers 

167 

3.*6 

1.C7 

T # 

Children adjusting to new environment 

Black Officers 

56 

1.44 

1.69 


White Officers 

166 

1.74 

1.73 

J. 

Spouse adjusting to new eniroament 

Black Officers 

57 

1.53 

1.58 


White Officers 

166 

2.35 

1.46 

K. 

Adjusting yourself to new enviroman'. 

Black Officers 

57 

3.14 

1.14 


White Officers 

166 

3.29 

1.10 

L. 

Finding recreational facilities 

Black Officers 

57 

3.18 

1.14 


White Officers 

167 

3.43 

.95 

H. 

Finding suitable on-case entertainment 

Black Officers 

57 

1.56 

1:3 


White Officers 

167 

1.73 

N. 

Finding suitable off-base entertainment 

Black Officers 

57 

3.18 

1.15 


White Officers 

167 

3.38 

1.C6 


.u6 


.17 


.03 


.65 


.77 


.06 


.52 


.U7 


.25 


• CO 

.39 

.13 


.i.9 


.23 
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APPENDIX S 


STI&EK7 T-TSST FOR DUCK C??ZZ?PS. VC FFT*LCf: 

-L'PKRVICORY 


.i-'E vJE-TTCNr :a*K :*.c tve 


How friendly and easy to approach is your supervisor? 

Black Officers 56 

While Officers 166 

To what extent, does your supervisor pay attention 
to whet you say? 

Black Officers 56 

White Officers 166 

To what extent is your supervisor willing to 
listen to your problems? 

Black Officers 56 

White Officers 166 

When things are not going is well as your super¬ 
visor expects, to wf.at extent is it easy to -ell 
him/her? 

Black Officers 55 

White Officers 1(6 

To what extent does your supervisor try to work out 
conflicts wit:.in your work group? 

Black Officers 5' 

While Officers 165 

To what extent does your rupervinor encourare the 
renters cf /cur worn group to exchange opinions 
and ideas? 

Black Officers 5t 

Wnite Officers 1(5 

To what extent does your supervisor encourage he 
members of your wont group to worn as a teat? 

Black Officers 56 

White Officers 165 

lb what extent does your supervisor stress a team 
goal? 

Black Officers 56 

White Officers l*t 

To what extent does your supervisor encourare the 
members of your group to rive their tost efforts? 

Black tfficers 56 

White Officers 165 

To what extent does your supervisor expect high 
standards of performance from the members of ycur 
work group? 

Black Officers 56 

White Officers 16' 

To what extent ices your supervisor help you to 
improve your pcrfcrtsance? 

BlacK Officer y 

White officer i*./ 


Tb what extent does your supervisor help you plan, 
organize, and icr.edule your worn ahead of ti-e? 

Slack Officers 56 

White Officers 165 

To what extent does your supervisor offer you 
ideAs to help solve jcr-related pro*lens? 

Black Officers 5< k 

White officers If6 


0 .andard 2- 

Vean >y y :rr, : re* 


(..Li. 1.1? 

4.15 .98 


3.77 1.18 .„6 

3.90 .94 


3.96 1.24 

3.96 1.05 


3.34 1.35 , 13 

3.(5 3.13 


3.32 1.35 

3.53 1.25 










APPENDIX T 


S 7VDEN7 T-TE3T :-CR L'LACK OFFICFPj V: WHITE C??:ZZKC ALONG ’.VS. ;IT 
COMFCSING >3 TRAINING TITENCICNS 


No. cf Standard 

Cases »in r*»v.=\ ;cr. 

?c t*na‘- ext err :.:• ter. adequate 

-ra:n.r-g y-ni to rcrl’-rr* y.-r sssi-tred • asu? 
rlacK 

White Officers 

To w"V- extent .s this °rra. iza* .cr. tra; r.tr.£ ycu 
to accpet increases leac^rs::: p responsibility? 
blacK officers 
White Officers 

?c wnat extent is ' K .;: errant zat icr. training ycu 
to accept increased tecrr.^cai res pens t ml. ty? 

clack officers 56 2. 8 l.;C 

White Officers lhr 2. PC 1.2t 


5e 

lc6 2.c- 


55 2.f G 

irr- 2.PI 
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APPENDIX U 


STUDENT 


FCH 


TP 


LEACHES 75 ALL OTE? OFFICER 
THE V.CTIVAnC.'i DEE.XC’I 


cti ike ;lt..:hons 


No. of 
Case? 


To what extent does your assigned work give you pride 


and feelings of self worth? 

Top Leaders ..C 

Other Officers 188 

To what extent do you reyard your duties in this 
organisat:or. as relpir.g your career? 

Top Leaders 3? 

Other Officers 138 


To wnai extent did his organismier. g-cv:de 
nnd/cr ycur family adequate information and 
tance to get so. tied quickly and confer ably 
Top Leaders 
Otr.er Officers 


you 



To what extent are newly reported personnel quickly 
integrated into tne activities of this organisation? 

Top Leaders -.0 

Gthor Officers 1?" 


To what extent is your organisation effective in 
you to meet its needs and contribute to its effec 
Top Leaders 
Other Officers 



To wnai extent doe? ycur ergar.ication do a good 
meeting your r.ecat as an individual? 

Top Leaders 
Other Officers 



To v.’hat extent do you feel motivated to contribute ycur 
best efforts to the organisation’s mission and tasris? 
Top Leaders 

Other Officers lPo 

To what extent are there things about this organisation 
(People, policies, or conditions' that encourage you 
to work card? 

Top Leader? <,C 

Other Officers 18L 

To what ex'ent do people woo wortt hard receive recog¬ 
nition from, the organisation? 

Top Leaders uO 

Other Officers 186 


To what extent does this organisation have .a real 
interest in t r.c welfare .ana morale of its personnel? 

Top Leader? ..C 

Other Officers 136 




2.o2 

2.3~ 







3.CC 

2.9A 


3.38 

3.17 






.85 

.31 






1.03 

i • U-Oi 
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APPENDIX W 


STUDENT T-TEST rCR TCP LEADERS VS ALL OTHER OFFICERS ON ALL QUESTIONS 
COMPOSING THE GOAL EMPHASIS DIMENSION 


No. of Standard 2-Tail 

Cases Mean Ceviation Prohabil 


To what extent are work activities sensibily organized 


in this organization? 

Top Leaders 39 

Other Officers 185 

To what extent does this organization have 
clearcut, reasonable goals and objectives 
that contribute to its scission? 

Top Leaders UO 

Other Officers . 187 

To what extent is the work load and tine available 
taken into consideration in ;banning your work 
group assignments? 

Top Leaders A 9 

Other Officers 185 


3.10 

3.18 


3.32 

3.38 


3.26 

3.10 


.85 

1.00 


1.10 

1.01 


1.21 

1.C8 


.cC 



APPENDIX X 


STUDENT T-IEST FOR TOP LEADERS VS ALL OTHER OFFICERS CM ALL QUESTIONS 
C CMP OS INC THE EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION 

DIMENSION 



No. of 
Cases 

Mean 

Standard 

Deviatbn 

2-Tail 
Probability 

To what extent do you feel free to report dis¬ 
crimination in this organization through proper 
channels? 

Top Leaders 

11 

1.29 

.37 

•Cl 

Other Officers 

185 

3.82 

1.23 


To wnat extent does this organization ensure 
that you have equal opportunity for advancement 
in rank/grade? 

Top Leaders 

10 

4.12 

1.02 

.10 

Otner Officers 

186 

3.83 

.99 

To what extent does this organization ensure that 
you have equal opportunity for job assignment? 

Top Leaders 

10 

3.65 

1.29 

.81 

Other Officers 

186 

3.60 

1.15 

To what extent are you familiar with this 
organization's grievance and redress procedure? 

Top Leaders 

11 

3.98 

.96 

.01 

Other Officers 

186 

3.51 

1.22 

. WJa 

To what extent is your cnain of command (those 
above you) willing to take action on known 
or alleged discrimination issues? 

Top Leaders 

11 

1.12 

.87 

.03 

Other Officers 

176 

3.78 

1.00 

To what extent are you familiar with this 
organization's Affirmative Action Plan (AAP)? 

Top Leaders 

11 

3.71 

1.06 

.CO 

Other Officers 

18a 

3.03 

1.31 

To what extent are you familiar with Equal 
Employment Opportunity Programs (EECP) of this 
organization? 

Top Leaders 

10 

3.78 

.86 

.00 

Other Officers 

186 

3.19 

1.28 



APPENDIX Y 


STUDENT T-TEST FOR TCP LEADERS VS OTHER OFFICERS CN ALL iUESTICNS COMPOSING 
THE FAIR AND EQl’ITADLE TREATMENT DIMENSION 



No. of 
Cases 

Mean 

Standard 

Deviation 

2-Tail 

Frobabiiit' 

To what, extent. io people who work hard receive 
recognition from the organization? 

Top Leaders 

LC 

3. CO 

.96 


Other Officers 

186 

2.96 

1.15 


To what extent ices your latest performance 
evaluation reflect your actual job evaluation? 

Top Leaders 

33 

3.^2 

1.20 

.37 

Other Officers 

133 

3.61 

1.12 


To what extent is discipline administered fairly 
throughout tr.is organise ion? 

Top Leaders 

00 

3.82 

.90 

.10 

Other Officers 

183 

3.55 

1.13 

To what extent, a re -work assignments in this 
organisation fairly made? 

Top Leaders 

60 

3.5* 

1.C6 

.56 

Other Officers 

163 

3.67 

,9 A 

To what extent dc peepie in this organization 
discourage favoritism? 

Top Leaders 

61 

3.29 

1.17 

.30 

Other Officers 

161 

3.26 

1.08 
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APPENDIX Z 




APPENDIX AA 


STUDENT T-TEST FOH TCP LEADERS VS OTHER OFFICERS ON QUESTIONS COMPOSING 
THE CAREER ASPIRATION DIMENSION 



No. of 
Cases 

Mean 

Standard 

Deviation 

2-Tail 
Probability 

What is the maximim pay srade you hope to achieve 
before you finally leave the Coast Guard? 

Top Leaders 

a 

6.07 

.65 

,CC 

Other Officers 

189 

5.17 

2.15 

What pay «rade do you expect to achieve before 
you finally leave the Coast Guard? 

Top Leaders 

LI 

5.85 

.53 

,CC 

Other Officers 

188 

5.29 

2.12 
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APPENDIX BB 




APPENDIX CC 



STUDENT T-TEST FOR TOP LEADERS VS OTHER OFFICERS CM CUESTICNS COMPOSING 
THE RELOCATION DIMENSION 


10. Think about /our PCS move to /our present permanent unit, base, or duty station, 
item below, indicate if it was a serious problem , sor.ewnat of a problem , a slight 
or not a rroblem. 


No. of Standard 2-Tail 

Cases Mean Deviation Probabili'_ 


A. Adjusting to higher cost of living 



Top Leaders 

4l 

2.02 

1.24 


Other Officers 

189 

2.30 

1.40 

B. 

Moving and setting up a new household 





‘op Leaders 

11 

1.90 

.89 


Other Officers 

189 

2.29 

1.14 

C. 

Paying for ur.reimbursed moving expenses 





Top Leaders 

41 

2.15 

1.17 


Other Officers 

189 

2.47 

1.29 

D. 

Finding of'.'-duty employment for yourself 





Tor. Leaders 

41 

1.05 

1.76 


Other Officers 

189 

1 .C8 

1.72 

S. 

Finding civilian employment for your spouse/dependents 




Top Leaders 

41 

1.34 

1.53 


Other Officers 

188 

1.32 

1.57 

F. 

Continuing your educat.cn 





Top Leaders 

41 

1.51 

1.85 


Other Officers 

188 

1.96 

1.70 

C. 

Finding permanent r.ousing 





Top Leaders 

41 

2.54 

1.34 


Other Officers 

188 

2.48 

1.35 

H. 

Finding shopping areas 





Top Leaders 

41 

3.34 

1.15 


Other Officers 

188 

3.44 

1.12 

I. 

Children adjusting to r.ew environment 





Top Leaders 

41 

2.63 

1.24 


Other Officers 

188 

1.57 

1.78 

J. 

Spouse adjusting to new environment 





Top Leaders 

41 

2,63 

1.24 


Other Officers 

188 

2.02 

1.58 

K. 

Adjusting yourself to new environment 





Top Leaders 

41 

3.22 

1.24 


Other Cf. icers 

ise 

3.25 

1.08 

L. 

Finding recreational facilities 





Top Leaders 

41 

3.41 

1.02 


Cither Officers 

189 

3.35 

1.00 

M. 

Finding suitable on-base entertainment 





Top Leaders 

41 

1.32 

1.64 


Other Officers 

189 

1.78 

1.68 

N. 

Finding suitable off-base entertainment 





Top Leaders 

41 

3.34 

1.06 


Other Officers . _ 

189 

3.33 

1 .0? 
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.21 

.02 

.13 

.92 

• °3 

.16 

.80 

.62 

.02 

.01 

.88 

.71 

.11 

.94 





APPENDIX DD 


STUDENT T-TE5T FOR TCP LEADERS VS OUTER OFFICEED ON JITTSTTCMS C(7TCCi:;i 
THE SUPERVISORY LEADEn-OKI? OIXENOICN 


No. of 
Cases 


Standard 
Pevia. ion 


2-T 

Frcbat 


How friendly and easy to approach is your supervisor? 

Top Leaders -1 3.27 .90 

Other Officers 187 -.13 1.C6 


.38 


To what extent does your supervisor pay attention 
to what you say? 

Top Leaders Ul 

Other Officers 187 


?.°C 

? .8 r 


i.i- 

.93 


To wnat extent as ycur supervisor walling to listen 
to your prooler.s? 

Top Leaders Ul 

Other Officers 187 


1.12 

1.03 


When things are not going as well as your supervisor 
expects, to wnat extent is it easy to tell him/her? 

Top Leaders 11 

Other Officers 186 


3.90 


1.C2 
1, C6 


To wnat extent does your supervisor try to work out 
conflicts within your work group? 

Top Leaders aO 

Other Officers 1ST 


3.22 

-i 


1.19 


.0 what extent dees your surerv ; sor encourage > r.e 
Beaters cf ycur work group to exchange opi.nacr.s ar.; 
ideas? 

Top Leaders 10 

Other Cff.cers 18? 


2 .‘ 3 

3.53 


To wnat extent docs your supervisor encourage the 
members of your work group to 'work as 3 tear.? 

Top Leaders -C 3.-C 

Other Officers 18? 3.52 


To wnat extent does your supervisor a- ress a tesa goal? 

Top Loaders -1 

Other Officers 18" 


.88 


To what extent dees your supervisor encourage the 
members of ycur group to gave '.near test efforts? 
Top Leaders 
Other Officers 


-C 

187 


3.56 

3.02 


To what extent does your supervisor expec' high 

standard of perfcr~nr.ce fret the vemcers cf ycur work group? 

Top Leaders ..1 -.2:. 

Other Officers 137 ...C2 


.36 


To what extent does your supervisor help you to 
improve ycur performance? 

Top Leaders 
Other Officers 


Ul 

186 


3.CL 
3.06 


1 .2.. 


To wh.v. extent doer, your supervisor help you plan, 
organize, and sen—ju^e your work a.nead of" time? 

Top ieai-r- uO 

Other Officers 185 


2.12 


i:i" 


To what extent doej your ruporvisor offer you ideas 
to help ::olvn job-related prcbicro? 

"op Loadi-rn ^*C 2.70 

Other (Tficem lBh 


1.20 

j .13 
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APPENDIX EE 


STUDENT T-TEST FOR TCP LEADERS VS OTHER OFFICERS ON QUESTIONS COMPOSING 
THE TRAINING DETENSICN 


To what extent is this organization adequately 
training you to perform your assign tasK? 

Top Leaders 
Other Officers 


No, of Standard 2-Ta 

Cases Mean Deviation Prcbab 


LC 2.52 1.28 

187 2.93 1.31 


To what extent is this organization training you 
to accept increased leadership responsibility? 

Top Leaders bl 

Other Officers 187 


2.80 1.31 

3.01 1.36 


To what extent is this organization training you 
to accept increased technical responsibility? 

Top Leaders LI 2.uh 

Other Officers 187 2.88 


• CL 


1.23 

1.29 



APPENDIX FF 


I 


STUDENT T-TEST FCR BUCK OFFICE?.: VS TCP LEADERS ON QUESTIONS COMPOSITE 

MOTIVATION DIMENSION 



No. of 


Standard 

2“* - ri 1 J» 


Cases 

Mean 

Deviation 

Frc: i h i 1 ; cy 

To what extent, does your assigned 
and feelings of self worth? 

work give you pride 

56 

3.61 



Black Officers 

1.17 

• 2? 

Top Leaders 

10 

3.88 

1.09 


To what extent do you regard your 

duties in this 




organization as helping your career? 




Black Officers 

56 

3.32 

1.21 

i., 

Top Leaders 

39 

3.56 

1.31 


To what extent did this organizati 

on provide you 




and/or your family adequate inform 

at ion and assistance to 




to get settled quickly and comfort 

ably in the 2 rea? 




Black Officers 

56 

2.50 

1.26 


Top Leaders 

40 

2.62 

1.30 


To wnat extent are newly reported 

personnel quickly 




integrated into tne activities cf 

this organization? 




Black Officers 

5c 

3.21 

.97 

n a 

Top Leaders 

40 

3.4S 

1.06 


To wnat extent is your organizatic 

>r. effective in 




getting you to meet its needs and 
effectiveness? 

contribute to its 




Black Officers 

56 

3.41 

.9° 

• •* 

Top Leaders 

-*C 

3.55 

.85 


To wnat extent dees your orgar.izat 

ton do a good 




job of meeting your needs as an individual? 




31ack Officers 

5A 

3.8C 

1.03 

• I*" 

Top Leaders 

AC 

3.13 

1.14 


To what extent do you feel motivat 

ea to cor.tribu.e 




your best efforts to the erganizat 
and task? 

ton’s mission 




Black Officers 

55 

3.8C 

1.2b 

.10 

Top Leaders 

40 

4.15 

.80 


To wnat extent are there tnir.gs at 

out tnis 




orr’aniz'i-ion ^people, policies, cr conditions) -r.a~ 




encourage you to work hard? 





Black Officers 

36 

3.22 

1.18 

• U? 

Top Leaders 

40 

3.b2 

l.Cb 

To wnat extent do people wno work 
recognition from the organization? 

hard receive 




Black Officers 

55 

3.22 

1.18 


Top Leaders 

40 

3.CO 

.96 


To what extent docs this o: ,-ar.izat 

ion have a real 




interest in tne welfare anu'morale 

of its personnel? 




Black Officers 

a 4 

3.18 

1.1b 


White Officers 

40 

3.38 

1.08 

«•«0 
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APPENDIX GG 



STUDENT T-TEST FOE SLACK CFFICEHS VS TCP LEADERS ON THE QUESTIONS OGMPCSLNC 

IKE COMMUNICATION DIMENSION 


No. of Standard 2-Tail 

Cases Mean Deviation Probability 


To wnat extent is tne amount of information you get 
from other work groups adequate to meet your joD 
requirements'? 

Black Officers 56 

Top Leaders UO 

To what extent does this organization do a good 
job of putting out the word to you? 

Black Officers 56 

Top Leaders UO 

To wnat extent is tne chain of command (tnose 
aoove you) receptive to your ideas and suggestions? 

Black Officers 55 

Top Leaders i *0 


To wnat extent are decisions mace in this organization 
at tnose levels wnere tne most adequate infortnar.t ion 


is avaxlaole? 

Black Officers 56 

Top Leaders UO 

To wnat extent is information widely snared in this 
organization so that tnose wno matte tne decisions 
have access to avaxlaole kncw-'.cw? 

Slack Officers 56 

Top Leaders DO 

When decisions are being made, to wnat extent are 
the people affected asked for their ideas? 

Black Officers 55 

Top Leaders UO 

To wnat extent are people at nigher levels of tne 
organization made aware of tne problems at your 
level? 

Black Officers 55 

Top Leaders UO 


3.05 

3.25 


3.21 

3.18 


3.L5 

3.?5 


3.30 

3.18 


3.32 

3.25 


2.V8 

3.18 


3.58 

3. AC 


.88 

1.06 


1.C2 

.93 


.92 

.93 


.97 

1.C6 


i.Cl 

.93 


1.15 

i.ce 


.9 u 

1.C6 


.34 


. 3u 


.13 


5 


.72 
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APPENDIX HH 


STUDENT T-TSST FOR BLACK OFFICERS VS TCP LEADERS CN ALL QUESTIONS COMPOSING 
THE COAL EMPiiASIS DIMENSION 


To what extent are 'work activities sensibily 
organized in this organization? 

Black Officers 
Top Leaders 


No. of Standard 2-Ta 

Cases Mean Deviation rrohab 


54 2.89 1.02 

39 3.10 .85 


To what extent does this organization have clearcut, 
reasonaole goals and objectives that contribute to 
its mission? 

Black Officers 56 3.16 

Top Leaders UO 3.32 


1.C8 

1.10 


To what extent is the work lead and tine available 
taken into consideration in planning your wont 
group assignments? 

Black Officers 54 3.11 

Top Leaders 39 3.26 


1.14 

1.21 
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APPS.DLX II 


STUDENT T-TEST FOR 3UCX OFFICERS VS TCP LEADERS CM ALL CUES 
THE EQUAL OPPORTUNITY AND AFFIRMACITE ACTION 
DIMENSION 


[CMS COKFC 


To what extent do you feel free to report dis¬ 
crimination in this organization through proper 
channels? 

Black Officers 
Top Leaders 

To what extent does this organization ensure 
that you nave equal opportunity for advancement 
in rank/grade? 

Black Officers 
Top Leaders 


No. of 
Cases 


Standard 


To wnat extent does this organization ensure 
that you nave equal opportunity for Job 
assignment? 

Black Officers 

Top Leaders UO 

To wh3t extent are you faniiiar with this organiza¬ 
tion's grievance and redress procedure? 

31ack Officers >0 

Top Leaders 4l 

To wnat extent is your chain of command (those 
above you) willing to ake action on known or 
alleged discrimination issues? 

Black Officers 53 

Top Leaders 4i 

To what extent are you faniiiar with t.nis organiza¬ 
tion’s Affirmative Action Plan (AA?)? 

Black Officers 54 

Top Leaders ib 

To wnat extent are you familiar with Equal 
Employment Opportunity Programs (EEC?) of tnis 
organization? 

Black Officers 56 

Top Leaders 40 




APPENDIX JJ 


)7JDS:JT t-tsst fcr BLACK OFFICERS vs TCP LEA 
THE PAIR AID SQUITA3LZ TTtEAiVil! 


L . .1 , j I . • rt JtfU «_L - 

r j;:x::cicu 


?Jo. of Standard 

Cases v .ean Deviation 


To what extent, do people wno work hard receive 
recognition from ::'.e organizations 
Black Off:cere 
Top Leaders 

To wnat extent does your lafes.. performance 
evaluation reflect your actual jee evaluation? 
Black Officers 
Top Leaners 

To w.nat extent is discipline administered fairl;. 
tnrougnout this cr'trization? 

Black Officers 


.0 viral extent are ten assifnren: 
organization fairly race? 

Black- Officers 


To what extent ic people in, tr.is organization 
discourage favcrvtt.-:~T 

BlacK officers 
-op Leaders 




APPENDIX KK 


STUDENT T-TEST FCR SUCK OFFICERS VS 
THE BUREAUCRACY AND RED 


TCP LEADERS CM ALL QUESTIONS CCKPCC 
TAPE DIMENSION 


Mo, of Standard 2 

Cases Mean Deviation Pro 

When you need help, to wnat extent can you easily 
find the proper person wr.o can help you? 

Black Officers 
Top Leaders 


55 3.38 1.24 

LI 4.0C .67 


To wnat extent do you not have to go througn a 
lot of "red tape" to get things done? 

Black Officers 55 3.05 

Top Leaders Ll 3.02 


1.14 

1.17 


To what extent do you understand the reasons for 
the long-standing rules and regulations of this 
'rganizaticn? 

3lack Officers 55 3.53 

Top Loaders 41 3.76 


1 . 1 "’ 

.92 
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APPENDIX LL 


r 


STUDENT 7-XEST FOR BUCK OFFICERS VS XP LEASERS FOR ALL LUESTICNS COMPOSING 
THE IMPORTANCE OF ROLE MODELS AND MENTORS CIMLHSIC.’i 


No. of Standard 2-Tail 

Cases Mean Oeviat ion Probability 

To what extent are role models Important for 
Coast Guard Officers? 

Black Officers 
Top Leaders 


55 1.02 1.1C .CC 

11 3.15 1.3" 


io what extent is it important for Coast 
C-uard Officers to have mentors? (Mentor refers 
to a trusted counselor to advise you on matters 
of importance to you.) 

Black Officers 
Top Leaders 


55 L.C2 l.Cl 

11 3.14 1.10 
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APPENDIX MM 


STUDENT T-TEST 


FOR BLACK OFFICERS VC X" LEAD. 

tie career AoFiiiA nc:; bi:e::oi 


No. 

Case 


".That is Che najcidsutr. pay grade you acre to achieve 
before you finally leave the Coast, ju.ardf 

Black Officers 5'' 

Top Leaders 01 

What, pay grade do you expect to achieve before 
you finally leave the Coast Ouara? 

Black Officers 55 

Top Leaders ^1 
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APPENDIX NN 


STUDENT T-TEST "OR BUCK OFFICERS VS TOP LEADERS CN ALL QUEST!CMS 
COMPOSING THE SATISFACTION DIMENSION 



Mo. of 


Standard 


Cases 

Mean 

Devla , ion 

All in all, how satisfied are you with the people 
in your work group? 




Black Officers 

54 

4.CO 

.95 

Top Leaders 

41 

4.27 

.74 

All in all, how satisfied are you with your 
supervisor? 




Black Officers 

55 

3.91 

1.13 

Top Leaders 

41 

3.97 

1.11 

All in all, how satisfied are you with this 
organisation? 




Black Officers 

55 

3.44 

1.15 

Top Leaders 

41 

3.95 

.92 

All in all, how satisfied are you with ycur joL? 




Black Officers 

56 

3.66 

1.21 

Top Leaders 

hi 

4.10 

1.09 

All in all, how satisfied do you feel with the 
progress you have ra.de in the Coast Guard up to 
now? 




Black Officers 

56 

3.88 

1.24 

Top Leaders 

41 

4.68 

.47 

How satisfied do you feel with your chances for get 
ahead in the Coast Guard in the future? 

ting 



Black Officers 

56 

3.46 

1.20 

Top Leaders 

40 

3.90 

1.03 


2 -Tail 
Probabil 


.13 


.C2 


.07 


.CC 


■“7 
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APPENDIX 00 


STUDENT T-TEST FOR 3LACK OFFICERS VS TCP LEADERS CN ALL QUESTIONS COMPOSING 
IKE RELOCATION Dll-ENSICN 


10. 

Think about your PCS rove to vonr present 

permanent 

unit, ta 

ce, or du: 


each item below, indicate it’ it was a ser: 

lous rroblem. somewhat of a : 


problem, or net a problem. 






No. of 


Standard 



Cases 

Mean 

Ceviv -,c: 

A. 

Adjust in.' to higher cost of living 





Black Officers 

56 

2.6 8 

1,29 


Top Leaders 

61 

2.C8 

1.2- 

3. 

Moving and setting up a new household 





Black Officers 

56 

2... 5 

1.2C 


Top Leaders 

61 

1.9C 

.? a 

0. 

Paying for ur.reirr.bursed moving expenses 





Black Officers 

56 

2.-3 

1.2C 


Top Leaders 

; ^ 

2.15 

1.1" 

D. 

Finding off-duty employment for yourself 





Black Officers 

56 

1.20 

1."!. 


Top leaders 

61 

1.C5 

1 * 

E. 

Finding civilian er.Flcyir.ent for your 
spouse/de pendent a 





Black Officers 

56 

1.3C 

1.55 


lop Leaders 

61 

1.3- 

1.53 


Continuing your educat .on 





Black Officers 

56 

2.23 

i r ■* 


Tcp Leaders 

*1 

1.1= 

l.?5 

G. 

Finding permanent housing 





F-lack Officers 


2. ;8 



Top Leaders 

61 

2.;- 

i ^ 

H* 

Finding shopping areas 





Flack Officers 

55 

5.51 

1.50 


Top Leaders 

61 

~ ^ li 

1.15 

I • 

Children adjustin'* to new environment 





Black Officers 

56 

1...1 

x.' 9 


Top leaders 

61 

2.13 

1.3° 

j # 

Spouse adyastlnm o r.ow environment. 





Black Officers 

56 

1.5C 

l.r-8 


Top Leaders 

al 

2. : 

1.2.. 

X. 

Adjust inr, yourself to rew environment. 





Black Officers 

56 

5.12 

1.1,. 


Top Leaders 

61 

3.22 

1.2. 

L. 

rinding recreational facilities 





Black Officers 

56 

7 . 1 *■ 

1.16 


Top Leaders 

51 

3...1 

1.C2 

M. 

Finding _-uitab 1 e on-bare entertainment 
riacK Officers 

56 

1.52 

1.5C 


Top readers 

„1 

1.32 

1.6., 

N. 

Finding ru.table off-base «nter‘ainrent 





Black Officer:-, 

56 

3.1'- 

1.1( 


Top Leaders 

61 

1 1 ' 

1.C6 


2-Tai 


P»“0ha'"' " 


.ce 


.02 


.02 


.68 


.91 


.90 


.02 


.CC 


."0 


• 5- 


.63 
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APPENDIX PP 


STCDS3IT T-TEOT FCfl BLACK CFFICLBC VC TCP LE 

AD~ cn 

all ;u; 

L-7ICNS CCJO'C: 








No. of 


Standard 



Ca3*»s 

Mean 

Dev a ton 

How friendly and easy to approach is your supervi 

sor? 




Black Officers 

55 

6.13 

1.17 


Top Leaders 

41 

4.27 

.90 

To what. 

extent does your supervisor pay attention 




to what 

you cay? 





Black Officers 

55 

3.76 

1.19 


Top Leaders 

LI 

3.90 

1.16 

To what 

extent is your supervisor willing to 




listen to your problems? 





Black Officers 

55 

3.96 

1.25 


Top Leaders 

4l 

3.95 

1.12 

When things are r.ot going as well as your *upervi 

?cr 



expects, 

, to wr.at extent :s it easy to tell his/her? 




Elack Officers 

56 

3.76 

1.2c 


Top Leaders 

Li 

3.90 

1.02 

To what 

extent ioea your supervisor try to work out 



conflict 

.s within your work group? 





Black Officers 

55 

3.35 

1.25 


Top Leaders 

L0 

3.22 

1.61 

To wr.at 

extent does your supervisor encourage tr.e 




members 

of your work group to exchange opinions i: 

ha 



ideas? 

Black Officers 

55 

3.31 

1.36 


Top Leaders 

40 

3.65 

1.31 

To what 

exhen- does .-our supervisor encourage the 




members 

of j.cur work group ’.o wer* as a team? 





Flack Officers 

55 

3.29 

1.36 


Top Leaders 

-.0 

3.u0 

1.-6 

To what 

extent does your supervisor stress a team 




goal? 

Black Officers 

55 

3.16 

1.32 


Top Leaders 

41 

3.32 

1.31 

To what 

extent loes ycur supervisor encourage the 




members 

of ycur group to give their best efforts? 





BlacK Cfficers 

55 

J.u7 

1.27 


Top Leaders 

uO 

3.55 

1.13 

Tb what 

extent does your supervisor expect high 




standards of perTorcance from the members of your 
work group? 





Black Cfficers 

55 

3.93 

1.03 


Ti_ p Leaders 

41 

L*^u 

.77 

Ib what 

extent does your supervisor help you to 




improve 

your performance? 





Black Cfficers 

54 

? .0*3 

1.22 


Top Leaders 

41 

3.CO 

1.24 

To what 

extent does your supervisor help you plan 

► 



organize, and schedule ycur work ahead of time? 





Plan-. Officers 

2.64 b 



Top i.eacers 

*0 

2.12 

1.16 

To what 

#x’.t ,r . Jce3 ycur :.u per visor offer ycu ideas 



to help 

r.c 1* ■» ■■'•r-related problemsi 

:lack ^ fficers 

54 

3.1Q 

1.2? 


Trp Leaders 

uC 

2.70 

1.2C 


Tail 

.51 

.56 

.96 

.53 

.67 

.22 

.71 

.57 

.76 

.09 

.72 

.17 

.06 
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APPENDIX QQ 


STODENT T-TEST FOR BUCK OFFICERS VS TCP LEADERS ON ALL QUESTIONS COMPOSING 

THE TRAINING DIMENSION 


lb wnat extent is this organization adequately 
training you to perform ycur assigned task? 
Black Officers 
Top Leaders 


No. of 
Cases 


Standard 

Deviation 


Profc ~ 


55 2.8V l.i.0 

40 2.52 1.23 


To wnat extent is this organization training you 
to accept increased leadership responsibility? 

Black Officers 55 2.89 

Top Leaders 41 2.80 


1.54 

1.31 


To what extent is this organization training you 
to accept increased technical responsibility? 
Black Officers 
Top Leaders 


2 . 6 ? 

2 • 44 


55 

41 


1.31 

1.23 









appendix rr 


STUDENT T-TEST FOR TCP LEADERS VS OTHER OFFICERS ON QUESTIONS COMPOSING 
THE IMPORTANCE OF ROLE MODELS AND MENTORS DIMENSION 


To what extent are role models important for 
Coast Guard Officers? 

Top Leaders 
Other Officers 

To what extent is it important for Coast Guard 
Officers to have mentors? (Mentor refers to a 
trusted counselor to advise you on matters of 
importance to you.) 

Top Leaders 
Other Officers 


No. of 
Cases 


Standard 

Mean Deviation 


2-Tail 

Probability 


41 3.04 1.10 

187 3.66 1.14 


41 3.15 1.37 

187 3.57 1.17 


185 





BIBLIOGRAPHY 


Adams, J. Stacy. "Toward An Understanding of Inequity." Journal 
of Abnormal and Social Psychology , 67, 1963, 422-436. 

Argyris, C. Integrating the Individual and the Organization . 

Mew York: John Wiley and Son, Inc. , 1964. 

Arvey, Richard D. and Mussio, Stephen J. "Job Expectations and 
Valences of Job Rewards for Culturally Disadvantaged and 
Advantaged Clerical Employees." Journal of Applied Psychology, 
Vol. 59, No. 2, 1974, 230-232. 

Atkinson, J. W. An Introduction To Motivation . Princeton: 

D. Van Nostrand Co., 1964. 

Becker, Howard S. and Carper, James W. "The Development of 
Identification with an Occupation," American Journal of 
Sociology , LXI (January, 1956), 289-98. 

Becker, Howard S. and Strauss, Anselm L. "Careers, Personalities, 
and Adult Socialization." American Journal of Sociology , LXII 
(November, 1956), 253-63. 

Bender, C. R. "Letter of Promulgation" in Human Relations In 
the Coast Guard , National Urban League. 1972-1973. 

Campbell, J. P-; Dunnette, M. D.; Lawler, E. E.; and Weick, K. E. 
Managerial Behavior Performance, and Effectiveness . New York: 
McGraw-Hill, 1970. 

Cummings, L. L. and Schwab, D. P. Performance In Organizations . 
Glenview, Illinois: Scott-Foresman, 1973. 

Dalton, Melville. "Informal Factors in Career Achievement." 
American Journal of Sociology , LVI (March, 1951), 407-15. 

Dubin, Robert. World of Work . Englewood Cliff, New Jersey: 
Prentice-Hall, Inc., 1958. 

Dunnette, Marvin D.; Arvey, Richard D,; and Banas, Paul A. 

"Why do They Leave?" Personnel . (May-June, 1973, 25-39. 


186 







Dunnette, Marvin D.; Campbell, John P.; and Hakel, Milton D. 
Factors contributing to Job Satisfaction and Job Dissatis¬ 
faction in Six Occupational Groups." Organizational Behavior 
and Human Performance , 2, 1967, 143-174. 

Evans, Martin G. "The Effects of Supervisory Behavior on Path- 
Goal Relationship." Organization Behavior and Human Perfor¬ 
mance, 5, 1970, 277-298. 

Farr, James L.; O'Leary, Brian S.; and Bartlett, C. J. "Effects 
of Work Sample Test Upon Self-Selection and Turnover of Job 
Applicants." Journal of Applied Psychology, Vol. 58, No. 2, 
1973, 283-285. 


Form, W. H. and Miller, D. C. "Occupational Career Patterns 
as a Sociological Instrument," American Journal of Socioloay, 
54, (January, 1949), 342-355. " ~ ~ 

Friedlander, Frank and Margulies, Newton. "Multiple Impacts of 
Organizational Climate and Individual Value Systems Upon Job 
Satisfaction." Personnel Psychology , 22, 1969, 171-183. 

Glueck, W. J. "Decision Making: Organization Choice." Personnel 
Psychology , Vol. 27, 1974, 77-93. 

Gottlieb, David and Bell, May Lou. "Work Expectations and Work 
Realities: A Study of Graduating College Seniors." Youth 

and Society , (September, 1975), 69-83. 

Hackman, J. Richard and Lawler E. E. III. "Employee Reactions 
to Job Characteristics." Journal of Applied Psychology, 

Vol. 55, No. 3, (June, 1971), 259-285. 


Hawk, Donald L. "Absenteeism and Turnover." Personnel Journal, 
(June, 1976), 293-295. 

Hersey, P. and Blanchard, Kenneth H. Management of Organizational 
Behavior: Utilizing Human Resources . 3rd. ed., New York: 
Prentice-Hall, Inc 1, 1977 . 

Herzberg, F. "The Motivation-Hygiene Concept and Problems of 
Manpower." Personnel Administration , 27 (1), 1964, 3-7. 

Hrebiniak, Lawrence G. and Roteman, Michael R. "A Study of the 
Relationship Between Need Satisfaction and Absentism Among 
Managerial Personnel." Journal of Applied Psychology, Vol. 

58, No. 3, 1973, 381-383. 

Ilgen, Daniel R. and Seely, William. "Realistic Expectations as 
an Aid in Reducing Voluntary Resignation." Journal of Applied 
Psychology. Vol. 59, No. 4, 1974, 452-455. 


187 







Katz, D. and Kahn, R. The Social Psychology of Organizations . 

New York: Wiley, 1966. ~ .~ “ 

Katzell, M. E. "Expectations and Dropout in Schools of Nursing." 
Journal of Applied Psychology , Vol. 52, 1968, 154-158. 

Lawler, E. E. "The Multitrait-Multirater Approach to Measuring 
Managerial Job Performance." Journal of Applied Psychology, 

51, 1967, 369-381. 

Lawler, E. E. "Expectancy Theory," in Motivation and Work 
Behavior. edited by Steers, Richard M. and Porter, L. M. 

New York: McGraw-Hill, 1975, 190-200. 

Lawler, E. E.; Kuleck, Jr., Walter J.; Rhode, John Grant; and 
Sorensen, James E. "Job Choice and Post Decision Dissonance." 
Organizational Behavior and Human Performance, 13, 1975, 
133-145. 

Lipset, Seymour M. and Bendix, Reinhard. "Social Mobility and 
Occupational Career Patterns," Americal Journal of Sociologv, 
LVII .(March, 1952), 494-504. ~ ~~ 

Macedonia, R. M. Expectation, Press, and Survival , unpublished 
doctorial dissertation, New York University, 1969. 

Maslow, A. H. "A Theory of Human Motivation." Psychological 
Review , 50, 1943 , 370-396 . 

Maslow, A. H. Motivation and Personality. New York: Harper, 

195 4. 

Misra, Sasi and Kalro, Amar. "Simulated Organizational Choice: 
Post-decision Dissonance Reduction and Self-Perceptions." 
Journal of Applied Psychology , Vol. 56, No. 6, 1972, 461-466. 

Moore. Michael L.; Miller, Edwin; and Fossum, John. "Predic¬ 
tors of Managerial Career Expectations." Journal of Applied 
Psychology , Vol. 59., No. 1, 1974, 90-92. 

Murray, H. A. Exploration in Personality . New York: Oxford 
University Press, 1938. 

Nie, Norman H.; Hull, C. Hadlai; Jenkins, Jean G,; Steinbrenner, 
Karin; and Bent, Dale H. Statistical Package For the Social 
Sciences . 2nd ed. New York: McGraw-Hill Book Co., 1975 

Porter, L. W. and Lawler, E. E. Managerial Attitudes and Per ¬ 
formance . Homewood, Ill.: Irwin-Dorsey, 1968. 


183 




Rambo, Lewis Mitchell. Initial Jcb Expectations, Present 
Perceptions and Future Anticipations and Their Effects on 
Job Stability - ) Ph. D. Dissertation, Wayne State University, 
Detroit, Michigan, 1971. 

Rosenberg, M. Occupations and Values . Glencoe, Ill.: The 
Free Press. 1957. 

Schein, E. H. Career Dynamics: Matching Individual and 
Organizational Needs. Reading, Mass.: Addision-Weslev, 

1978 . 

Schneider, Benjamin. "Organizational Climate: Individual 
Preferences and Organizational Relaities." Journal of 
Applied Psychology , Vol. 56, No. 3, 1972, 211-217. 

Seiler, Dale and Williams, William E. "A Longitudinal 
Assessment of Engineers' Job Expectations." Studies in 
Personnel Psychology , Vol. 5, No. 1, {Spring, 1973), 31-36 

Slocum, J. W. and Strawsen, R. H. "Racial Differences in 
Job Attitudes." Experimental Publication System , 12, Ms. 

No. , (June, 1971), 471-512. 

Starcevich, Matt M. "Job Factor Importance For Job Satisfac¬ 
tion and Dissatisfaction Across Different Occupational 
Levels." Journal of Aoplied Psycholocy, Vol 56, No. 6, 

1972, 467-471. 

Starcevich, Matt M. "The Relationship Between the Central Life 
Interests of First Line Managers, Middle Managers, and Pro¬ 
fessional Employees and Job Characteristics as Satisfiers 
and Dissatisf iers. " Personnel Psycholocjv, Vol. 27, 1973 , 
107-115. 

Steers, Richard M. and Porter, Lyman W. Motivation and Work 
Behavior . New York: McGraw-Hill, Inc., 1975. 

Taylor, Lee. Occupational Sociology . New York: Oxford 
University Press, 1968. 

Thompson, Daniel C. "Career Patterns of Teachers in Negro 
Colleges." Social Forces , 36 (March, 1958), 270-76. 

Thorne, Robert Wilmot. Applying Organizational Development 
To Coast Guard Affirmative Action , Masters Thesis, Naval 
Postgraduate School, Monterey, Ca. 1979. 


139 




Turner, Barbara F. and McCaffery, JoAnne Kammar. "Socializa¬ 
tion and Career Orientation Among Black and White College 
Women." Journal of Vocational Behavior , 5, 1974, 307-319. 

Vroom, V. H. Work and Motivation . New York: John Wiley and 
Son, Inc., 1964. 

Wanous, John P. "Effects of A Realistic Job Preview on Job 
Acceptance, Job Attitude, and Job Survival." Journal of 
Applied Psychology , Vol. 58, no. 3, 1973, 327-332. 

Wanous, John ?. "Tell It Like It Is At Realistic Job Pre¬ 
views." Personnel , (July-August, 1975), 50-60. 

Wanous, John P. "Organizational Entry: From Naive Expecta¬ 
tions to Realistic Beliefs." Journal of Applied Psychology 
Vol, 61, No. 1, 1976, 22-29. 

Weitz, Joseph. "Job Expectancy and Survival." Journal of 
Applied Psychology , Vol. 40, No. 4, 1956, 245-249. 

Whyte, W. K. Money and Motivation . New York: Harper and Row 
] 9 5 5 . 

Wilensky, Harold L. "Work, Careers, and Social Integration." 
International Social Science Journal , 12, (Fall, 1960), 
543-560. 


190 




INITIAL DISTRIBUTION LIST 


No. Copie 


Commandant (G-PTE) 2 

U. S. Coast Guard 
Washington, D. C. 20593 

Professor Reuben T. Harris, Code 54He 1 

Administrative Science Department 
Naval Postgraduate School 
Monterey, CA 93940 

Professor Richard A. McGonigal, Code 54Mb 1 

Administrative Science Department 
Naval Postgraduate School 
Monterey, CA 93940 

Lt. Percy 0. Norwood, Jr. 2 

c/o Commander fr) 

Second Coast Guard District 
1430 Olive St. 

St. Louis, MO 63103 

Dudley Kncx 2 

Library, Code 0142 

Naval Postgraduate School 

Monterey, CA 93940 

Chairman, Administrative Schience Department 1 

Code 54 

Naval Postgraduate School 
Monterey, CA 93940 

Defense Technical Information Center 2 

Cameron Station 
Alexandria, VA 22315 

Steve Wehrenberg 1 

Coast Guard Leadership School 
U. S. Coast Guard Reserve Training Center 
Yorktown, VA 23690 

CDR R. L. Ashworth 1 

Commandant (G-CSR-2) 

U. S. Coast Guard 
Washington, D. C. 20593 

Lt. Steven Froehlich 1 

Cadet Administration 
U. S. Coast Guard Academy 
New London, CT 06320 


,'^D-A097 207 NAVAL POSTGRADUATE SCHOOL MONTEREY CA F/G 5/9 

A COMPARISON OF THE FIT BETWEEN THE ORGANIZATIONAL CLIMATE OF T—ETCfU) 
DEC 80 P 0 NORWOOD 











No. 


11. Lcdr Robert Thorne 

Chief, Officer Candidate School 

U.S. Coast Guard Reserve Training Center 

Yorktown, VA 23690 

12. Dr. Harold E. Cheatham 
Department of Humanities 
U.S. Coast Guard Academy 
New London, CT 06320 

13. Dr. Hallie Gregory 

Department of Health and Physical Education 
U.S. Coast Guard Academy 
New London, CT 06320 

14. Dr. John I. Hendricks 
Chairman, Department of Education 
Alcorn State University 
Lorman, MS 39096 

15. Dr. demon Baker 

Director of Student Teaching 
Mississippi Valley State University 
Itta Bena, MS 38941 

16. Dr. Silas Peyton 
Dean of Instructions 
Mississippi Valley State University 
Itta Bena, MS 38941 

17. Dr. Joanne Wright 

Assistant Vice-President for Academic Affairs 
Hampton Institute 
Hampton, VA 23668 

18. Dr. George Watts 

Director of Career Planning and Placement 
Norfolk State University 
Norfolk, VA 23504 

19. Professor Me- 1 R. Louis, Code 54Id 
Administrative Science Department 
Naval Postgraduate School 
Monterey, CA ?2i40 


Copies 

1 

1 

1 

1 

1 

1 

2 

1 

1 


192 








No. Copies 


20. Capt. DeQuincey Davis 1 

1210 Decatur Rd. 

Jacksonville, N.C. 28540 

21. Professor Chester A. Wright, 54Wv 1 

Administrative Schience Department 

Naval Postgraduate School 
Monterey, CA 93940 

22. Assistant for Analysis, Evaluation (NMPC-6C) 1 

Human Resource Management & Personel Affairs 

Dept. 

Navy Military Personnel Command 
Washington, D. C. 20370 

23. Director, Human Resource Mgmt. Division (NMPC-62) 1 
Human Resource Management & Personel Affairs Dept. 
Navy Military Personnel Command 

Washington, D. C. 20370 

24. Director for HRM Plans and Policy (OP-150) 1 

Human Resource Management Division 

Deputy Chief of Naval Operations (Manpower, 
Personnel & Training) 

Washington, D. C. 20370 

25. Commanding Officer 1 

Human Resource Management School 

Naval Air Station Memphis 
Millington, TN 38054 

26. Commanding Officer 1 

Human Resource Management Center London 

Box 23 

FPO, New York 09510 

27. Commanding Officer 1 

Human Resource Management Center 

5621-23 Tidewater Drive 
Norfolk, VA 23509 

28. Commanding Officer 1 

Human Resource Management Center 

Pearl Harbor, HI 96860 


193 



No. Copies 


29. Commanding Officer 1 

Human Resource Management Center 

Naval Training Center 
San Diego, CA 92133 

30. Commanding Officer 1 

Human Resource Management Center, Wash., D.C. 
Commonwealth Building, Room 1144 

1300 Wilson Blvd. 

Arlington, VA 22209 


194 




